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Washingtoh^ D.C. 2D548 



Human Eesources Divlsioii 



B^219897 
January 2, 1987 

ITie Honorable Parren J. Mitchell 
House of Representatives 



bear Mr, Mitchell: 

This report, being issued at your request, discusses the effect the af finnative action 
plan at Sbcisa Seciirity Adnunistration (ssa) headquarters has had on the 
representation of blacks in some of the most populous job series. The report 
discusses how affirmative action plans are deyelc^d and implemented by ssA 
headquarters components and whether ssa's planning and reporting comply with 
EquS Employineht Opportunity Gommission requirements. 

The report contains several recommendations to the Secretary of Health and Human 
Services to direct the SSA Cdmmissioher to bring that agency's affirmative action 
plans into compliance with Gbmmissidh requirements and otherwise ma>nmize the 
effectiveness of ^'s affirmative action efforts. 



As arf anged with your office^ we are sending copies of this report to the Secretary 
of Health and Human Services; the Director, Office of Msmagemeht gmd Budget; the 
ehmnngm. Equal Employment Oppoituxuty eomndssi the Director, Office of 
Pereonnel Management; the SSA Commissioner; and other interested parties and will 
make copies available to others on request. 

Sincerely yours. 




Richard L. Fogel 

Assistant Comptroller General 



3 



ERIC 



Purpose 



Have the wdrk-ft>rce equal empldyment opportunity (eeo) profiles of 
blacks in Social Security Administration (ssa) headquarters organiza- 
tional components improved since the affirmative action program was 
initiated? 



Do ssA affirmative action plans for headquarters employees comply with 
federal eeo policies? 

Has the ssA-wide affirmative action plan been implemented for head- 
quarters employees? 

Representative Parren J. Mitchell asked gao to answer these questions. 



Background 



The amendments to the Civil Rights Act of 1964 established a policy to 
eliminate the historical uhderrepresehtation of minorities in the federsd 
work force. 



The Equal Empldyment OpjK)rtUnity Commission is responsible for 
enforcing this policy. The Cdmmissioh promulgated directives that fed- 
eral organizations are required to follow in developing and imple- 
menting affirmative action programs. 

The Department of Health and Human Services (HHs) in turn has devel- 
oped guidance based on the Gonunission's directives for its ms^or oper- 
ating components, including SSA, to follow in developing and carrying 
out affirmative action programs. 

In 1982, announced ife systems modemizatidn project^ and in 1985, 
^ said it planned to decrease its nationwide work force by 17,000 bs of 
September 1990. At that time ssa stated that to achieve this staff reduc- 
tion, few positions would be filled through external hiring and that most 
changes in work-force eeo profiles would occur through internal move- 
ments (promotions and reassignments). 



Results in Brief overall ratio of blacks employed at ssa headquarters increased from 

1982 to 1985. Based on Commission criteria, however, uhderrepresenta- 
tion of blacks— especially black men— remains an issue in the ^ com- 
ponents and job series gao reviewed. While black women are fully 
represented in most job scries through the grade 12 level, they are 
uhderrepresented ^t grades 13 to 15. Gh the other hmid, black men are 
generally underrepresented at most grade levels. 
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Executive Soinnuuy 



The affirmative action plans of the eompohehts gag reviewed did not 
fully comply with eommission affirmative action requirements: 

Some elements of SSA's and its components' affirmative action plans 
have not been implemented. Some of the planned efforts cannot be satis- 
factdnly monitored or evaluated because does not compile and ana- 
lyze Commission-required data. 

SSA and its eompohehts have hot fully cdmjplied with Gbmmission affirm- 
ative aetioh requirejhente^Thfe n^ have contributed to 
the continued underrepresentation of blacks as of June 1985 in the 
mainstreain job series gao reviewed. 



Principal Findings 



SSA*S Affinnative Action For fiscal yeare 1983-^5, more than 106 affirmative action plans and 
Plans atnd Reports Are Not accomplishment reports were prepared annually by SSA and its compo- 
Integrated nents. Although Commission and hhs directives state that these plans 

^ and related accomplishment reports are to be integrated with the ssA- 

wide pl^is smd reports, gao fomid that elements of the ^-wide plsms 
and reports could not be tracked to lower levels. Without integrated 
planning and reportiiig throughout ssa^ all aspects of the ssA-wide 
firffirmative action plan cannot be implemented and, when they are 
implemented, the results cannot be evsduated. 



Nbncbmpliance With EEGG SSA and the components gao reviewed did not fully comply with some 
Requirements Commission affirmative action requirements during fiscal years 1983-85 

in that: 

• Race and sex profile data were not compiled and analyzed for each stage 
of the selection process to fill vacant positions. These data are needed 
for SSA £md ffiis to identify obstacles to achieving affirmative action 
goals. 

• Either planned studies designed to identify artificial barriers to the 
advancement of uriderrepresehted groups in the work force were not ini- 
tiated or the reports have not been issued in final. 
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In addition, affirmative action efforts involving skills development 
activities— such as using individual development plans, initiating addi- 
tional training oppbrtuhities^ and making job reassignments — to 
increase advancement potential of minority group members have not 
been reported on or fully carried out. 



ReCdlttltieitdatidriS bring ^ and its components into compliance with Equal Employ- 

ment Opportunity Commission affirmative action j)rograrn require- 
ments) the Secretaiy of HHS should direct the SSA Commissioner to 

• compile race and sex datf> on all internal applicants at each stage of the 
selection process to fili job vacancies and 

• identify and act to reduce or eliminate any artificial advancement bar- 
riers that adversely affect minority groups. 

To maximize the effectiveness of ssa's eeo eiff orts, hhs should direct SSA 
to 

• integrate the ssA-wide affirmative action plan into ssA components' 
plans, 

• require components to report affirmative action accomplishments with 
sufficient information to determine whether affirmative action goals 
and objectives were achieved, and 

• report bh planned skjlls development activities designed to aid the 
mobility of targeted minority group members. 



Agency GontltientS eommenting bh a draft of this report, agreed with the two recom- 

mendatiohs to bring ssA into compliance with Equal Employment Oppor- 
tunity Commission requirements, hhs also concurred with gaq's 
recommendation cdncefning the need for more data on skills develop- 
ment activities, but stated that it would n be feasible to implement this 
reeommendatioh until the end of fiscatl year 1987, when the next ssa 
multiyear plan is to be developed. 

HHS did hot agree with GAd's recbmmehdatioh tb integrate the sSA-wide 
affi^i:itivs action plan into ^ compbhehts' pl^s and said that the 
plans are already integrated. Also, hhs did not agree with gao's recom- 
mendation that ssA components should provide more ihfonhati ih 
their ahhUal accdmplishmeht reports tb determine whether affirmative 
actibn gbals and objectives were achieved and said that the ssa compo- 
nents already report accompiishmehts with sufficient information to 
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ih^e such determinations, gao continues to believe that these recom- 
mendations are valid and should be implemented. 



Pages 



GAb/HRI>87-2 SSA Affl^tive Action 



EKLC 



Contents 



Executive Summary 2 



Chapter 1 

frltrodUCtion Sodal security Admihistratibh 10 

Affirmative Aetioh Prbgrains 14 

SSA's Affirmative Action Program 14 

SSA's Umited External Hiring 15 

Objectives^ Scope, and Methdddldgy 15 



Ghapter 2 jg 

Blacks' Recruitment as an Affirmative Action Strategy 18 

tTnrf^TT-pnrPQPntn^f inn in Blacks' Employment Rates in SSA Headquarters 19 

frx ^ ^^^^^ Representation in Selected Components and Job 20 



Remains an Issue External Recruitment Strategies 22 

Internal Promotions and Reassignments 23 
Conclusions 29 



Ghapter 3 3^ 

The SSA-Wide IrifegratihgAffirmative Action Planning 30 

AffirmaHvp Aptirtn SSA's Affirriative Action Planning 31 

A±±ti "»«*tive Action SSA-Wide Affirmative Action Plan Not Fully Integrated 32 
Flan Has Not Been into Lower Level Plans 

Fully bnplemented Cbmpohents' AceomplisKment Reports Do Not 35 

Include Information Needed to Evaluate Efforts 

Conclusions 36 

Recommendations 37 

Agericy Comments 37 



Chapter 4 40 

SSA Headquarters Applicants' Race and Sex Data Not Cbmpiled 4B 

A f fi rmn twP A oHnn Barrieii^Analysis Reports Completed 44 

xiiiiiiiKiLive Auuuil impact of Skills Development Strategies Not Known 46 

Program Does Net conclusions 49 

Fully Gomply With All Recommendations 50 

TrTrrsn 15A«„;^««^««+« Agency Comments 50 



ERIC 



Contents 



ERIC 



Appendix I: BlvHCk Emgloyees and Total Empldyees for All 52 

Job Series in OCRO Headquartere, ODO, and Systems 

as of 1982 and 1985 
Appendix II: Emploj^ent Rates of Blacks for All Job 53 

Series in OCRO Headquarters, ODO^ and Systems as 

of 1982 and 1985 

Appendix HI: Black Employees and Total Employees for 54 

Five Mairtstream Job Series as of Base Year and 1985 
Appendix IV: Black Female and Male Eraployment Rates 5i5 

for Five Mainstream Job Series 
Appendix V: Cbmparisbh of SSA Cdmpbrierits' Reporting 58 

oh the Mainstream Job Series in SSA-Wide Multiyear 

and Fiscal Year 1984 Updated Affirmative Action 

Plans _ _ 

Appendix VI: Comments From the Department of Health 59 

and Human Services 



Tables Table 2.1: Employment Rates for Blacks in All Job Series 19 

in SSA Headquarters as of June 30^ 1982^ and June 
30, 1985 

Table 2.2: Levels of Under represehtatioh for Five 21 

Mainstream Job Series by Grade Bands Based on 

Indices in HHS Memorandum 
Table 2.3: ODO Vacancy Announcement^ for Social 25 

Insurance Claims Examiner Grade 9 Positions 
Table 2.4: OGRO Vacancy Announcements for General 26 

Clerical and Administrative Grade 1 1 and 12 
Pijsitiiins 

Table 2.5: Systems Vacancy Ahhouhcements for 28 

Computer ^peciaiist Grade 13 Positions 
Table 3.1: Summary of SSA-Wide Mainstream Job Series 34 

Addr^sed in Cd mpo nents* Affirmative Action Plans 

Table 4.1: Sumihaiy of Blacks' Participation in SSA 49 

Headquarters M^agerneht Trmruhg Programs 
Table rv.l : Employment Rates Of Blacks for Five 56 

Mainstream Job Series as of Base Year and J 985 



Figure 1.1: SSA Line Organizations, December 1986 12 



Fi^el ^ GAO/!IRI>87-2 SSA Afllr it rt ve AcUm 



Contents 



Abbreviations 

ADP automatic data processing 

BQ best qualified 

C^Jd equal employment opportunity 

EEOC Equal Employment Opportunity Commission 

PTE full-time equivalent _ 

GAD General Accduritihg Office 

HHS Department of Health and Human Services 

deo Office of Central Operations 

OCRO Office of Central Records Operations 

ODO Office of Disability Operations 

OHR Office of Hum^ Resources 

bis Office of Information Systems 

OPM Office of Personnel Management 

csi Office of Systems Iritegratibh 

oso Office of System? Operations 

OSR Office of Systems Requirement?- 

SSA Social Security Administration 

Psge 8 GAD/HRlK87-2SSAAmriniitiveActibn 

10 



Chapter 1 



Introduction 



In a May 1^ 1985^ letter, Representative Parren J, Mitchell expressed 
concern about alleged disparate treatment of minorities at Social 
Secunty Ad^^^ in Baltimore. In later discus- 

sions, Representative Mitchell asked that we review ssA's affirmative 
action program^ for black employees in the Baltimore metropolitan area. 

SpecificfiOly, we ag^ review ssa's plsms to improve black represent 
tation and the work-force equal employment opportunity (eeo) profiles 
in the Office of Central Records Operations (dCRd) and the Office of Dis- 
ability Operations (0D03, components of the Office of (3entral Operations 
Coco), and the Office of Systems. Systems is one of the few ssa compo- 
nents that in recent yeare continued recruiting at all grade levels per- 
sonnel from outside SSA, We agreed to Q ) review ssA's implementation of 
its multiyear affirrnative action plans for fiscal yeare 1982-86 covering 
headquarters employees in these components and to determine if they 
comply with federal eeo policies smd (2) examine the use of external and 
internal recruitment strategies in these components to improve black 
representation within the ssA Baltimore work force. 



Social Security larger organizational units of the Department of Health 

AHTTiinicf rQtmn Human Services (HHS), administer a national program of social 

AUIIumstrablOn insurance. SSA programs include Old Age Survivors and Disability Insur- 

ance, which provides monthly retirement benefits, and Suppiemental 
Security Income, which provides benefits for the aged, blind, and dis- 
abled. SSA headquarters staff provide administrative support, which 
includes processiiig disability claims, managing the basic records that 
support social security programs, and directing the operation of ^'s 
automatic data processing (adp) and data communications systems. 

The Commissioner of ssA, who reports directly to the Secretary of hhs, 
has Under her direction deputy commissioners, associate commissioners, 
and regions conunissioners (see figure 1.1) to administer' social security 
activities. sSA operations include a headquarters complex with opera- 
tions in the Baltimore metropolitan area and Arlington, Virginia, and a 
nationwide field organization of 10 regional offices, 6 program service 
centers, end over 1,306 local offices. 



Affirmative action prcgrams are designed to overcome the Imgerihg effects of historical discrimina- 
tion and to assure equal employment opportunity for (1 ) white females ani j[2) both male pud fcmale 
Hispanics, Asian Americans, American Indians, and blacks, hereafter referred to as minority groups. 
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As of June 30^1985 (the most current data available at the tjme of our 
review), SSA employed about 20,000 blacks nationwide — 26 percent of 
its total work force of about 76,000 full- and part-time permanent 
employees. At that time, SSA headquarters employed about 15,300 
employees in the Baltimore area, of whom about 7 percent were black 
males and 39 percent were black females. bcRO, bbb, and Systeins 
employed about 77 percent of ssa's Baltimore area work force. 

According to SSA, most of ssA's BsUtimore work force in grades 1 to 15 is 
employed in relatively few job senes^ GeherSlly, cleneal, secretarial, 
technical, and entry-level professional positions in grades 1 through 8 
are ffemale dominated in ssa. Higher graded technical, professional, and 
managerial positions historically have been male dominated. 

As of June 30, 1985, about 25 percent of the work force were in grade 1- 
4 technicai and clerical positions^ and about 33 percent were in grade 5-8 
senior clerical, secretarialj technical, and entry-level professional posi- 
tions. About 31 percent of ssa's perebnhel were grade 9-12 senior tech- 
nical and professional employees zthd first-line suj>ervisbi^, and about 
li percent were managerial staff at grades 13-15. 
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Figure 1.1: SSA Line Organizations, December 1986 
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Notes: Partial organizational structure is shown below the deputy commissioner level— staff offices are 
not shown. Offices shown in bold blocks were included in our review; 
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Chapter 1 
Introduction 



Affirmative Aetion Federal govenunent affirmative action programs are intended to over- 

Prograrrm come the lingering effects of historical discriminatibh evidenced by the 

underrepresentatidn^ of minorities in specific agencies, regions, posi- 
tions, and grade levels in federal employment. In 1972, the Congress 
amended the Givil Rights Act to require federal agencies to maintain 
affiiroative action programs to ensure implementation of eeo pdHcies. 
The law requires agencies to develop and implemeht affinnative action 
programs to cany out this policy. Oh Janu^g, 1979, in accordance 
with Reorgahizatibh Plan No^i of 1978, responsibility for overseeing 
federal EEe efforts was transferred from the Civil Service Cbmmission, 
now the Office of Personnel Msmagement (opm), to the Equal Employ- 
ment Opportunity Commission (eeoc). This made EEoe the principal 
agency in fair empldym^t enforcement, eeoc provides affirmative 
action guidance,^ m^ the hiring and promotion of niindrities, and 
oversees the goveniment-wide discrimination cdmpladnts process. 



SSA'S Affinnative Federal agencies, such as hhs, are required by law, executive order, and 

Aptintl Prn^rflTTi regulation to design and implement affirmative action programs. EEoe 

-«.cuuii JTI ugl cun directed HHS to develop a 5-year affirmative action plan covering fiscS 

yeare 1982-86 and to establish a lohg-terih hiring goal and annual hiring 
goals that should be maihtamed over the 5-year plan cycle in order to 
eliminate uhdeirepre^^^ each minority group. Annually, eeoc 

requires HHS to provide an updated plan and accdmplis report, hhs 
instructions for affirmative action detailed department requirements for 
ssA-wide plans and reFk)rts, whicli are included in hhs's aggregated plans 
and reports siibmitted to EBbe, a^^ ssa to provide guidance to 

subordinate units for developing affirmative actidrt plaits arid reports. 

In August 1983, ssA's Office of Civil Rights and Equal Opportunity (Civil 
Rights Office) was put under the direction of the Office of Management, 
Budget, and Personnel. The Civil Rights Office's primaiy respdnsibili- 
ties, as defined in the hhs/ssa statement df organization, functions, and 
delegations of authority, include 

• directjing, coordinating, developing, appraising, and administering SSA- 
wide programs of civil rights and equal oj^rtunity; 



-According to EBOC guidance, iihderrepresentatibn exists if a specific minority gnnip's rate of 
employment in a federal agency's work force is less than the group's rate of availability in the civilian 
labor force. 
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• prbvidirig advice and recbmmehdatiiplris to the Office of Mariageitierit, 
Budget, and Personnel associate commissioner and ssa executive staff 
on civil rights and equal opportunity matters; and 

• managing the equal opportunity complaints processing system. 



During the I986's, budgetary constraints, ceiling limitations, and 
reduced staff turnover have limited ^'s external hiring. In February 
1982, SSA announced a plan to gradually reduce employment. In April 
1985, ^ estimated that by September 1990 it would reduce its work 
force by 17,000 full-time equiv^eht (fte) positions.^ ^ based the 
reduction on efficiencies from planned procedural changes and the mod- 
emizatidn of adp operations. 

In recent yeare, sSA's external hiring has been limited to entry-level cler- 
ical and technical positions, **hard to fill" positions, ^d selected job 
series. As a result^ ssa's affirmative action strategies have focused 
mainly oh internal mdvemerit^ of staff to better balance the representa- 
tion of minorities Eunbng grade levels within mainstream job series (the 
most populous job series with opportunities for advancement); 



To evaluate ssa's affirmative action efforts in fiscal years 1983 to 1985 
to improve the work-force eeo prbfiles^of blacks in bee, e^RO, ebb, jmd 
Systems^ in the Baltimore metropolitan area, we reviewed these compo- 
nents' development of affirrnatiye action plans to support the ssa- wide 
affirmative action plan and irhplemehtatibn of recruitment strategies to 
improve the representation of blacks. We alsb examined the role of the 
Civil Rights Office in coordinating and monitoring affirinative action 
planning and reporting in ssa headquarters. 

To determine whether bcb, beRO, odo, and Systems developed and imple- 
mented affirmative action plans to support the ssA-wide plan, we 
reviewed hhs and ssa guidance for developing affirmative action plans 



^Ah FTE position represents 1 work-year of effort expended by SSA staff subject to employment 
ceilings set by the Office of Mahs^emeht and Budget. 

^Internal movement involvra SSA staff who compete for designated promotions or reassignments to 
fill vacant positions. 

^ When the SSA-wide rnuitlyear s^fimatjve artj<}n_plan developed^ the^^^^ 
offic&Shortly after Systems preparedits multiyear plan, it was realigned into three components— 
the Of fice of Systems Requirements (OSR), Office of Systems Integration (OSI), and Office of Systems 
Operations (OSO). In 1984 an additional operating office^the Office of Information Systems (OIS) — 
was established. 



Page 16 16 GAO/HRD47-2 SSA Afnittiadve Acdbii 



SSA's Limited External 
Hiring 



Olgectives, Scope, and 
Methodology 



EKLC 



^lapter t 
Introduction 



and traced elemehts of the plan to the oco, ocro, odo, and Sys- 

tems^l^s. We also determined whether the SSA-wide plan and the com- 
ponents' plans complied with m^jor eex)C requirements. We interviewed 
HHS, EEOC, and SSA'S Civil Rights Office officials regarding affinnative 
action guidance, problems in developing and implementing the plans, 
and coordination of ^ components' plans with the SSA-wide plan. 

We reviewed oco's, OCRO's, ODO's, and Systems' implementation of stated 
affirmative action strategies to improve the representation of blacks. We 
used SSA records of work-force eeo profiles on five mainstream job series 
(that is, the most populous job series with opportunities for advance- 
ment) to compare the rate of black employment as of the base year*^ with 
the rate of black employment as^f June 30, 1985. We identified grade 
bands within the five maft series where the level of black 

undeiT^reserttation increased, decreased^ or did hot change. Using the 
appropriate affirmative action plan, we identified plaimed internal and 
external recruitment strategies to improve black representation. We 
reviewed records supporting bed's, ocro's, odo's, and Systems' use of 
recruiteneht strata We discussed with pco, ocRo, ODO, ois, and dso 
officials their implementation of the recruitment strategies and prob- 
lems encountered in recruiting blacks. 

To determine thejSA eivij Rights Office's role in coordinating and mohi- 
tonhg EEO concerns, we identified the office's authority, responsibilities, 
and organizational involvement with other parts of ssA. We reviewed the 
office's mission statement and interviewed the director and other staff 
members regarding office activities. We also reviewed the office's 
affiimative action guidaiice for ssa. In addition, we identified affirma- 
tive action and eeo concerns and recommendations that the Civil Rights 
Office brought to the attention of ssa management. 

We included s^'s affinnative action planning from the developmeht of 
ite multiyear (fiscal years 1982-86) affinnative action plan through 
June 30, 1985. The SSA-wide plan was formally approved on September 
13, 1983. SSA's affirmative action plarming covers permanent full- a^d 
part-time employees in t^^ excepted service, general schedule, and gen- 
eral management positions. Senior Executive Service employees (grades 
16 and above) were not included because selections for these positions 
are made at the department level and ssa 's affirmative action plans do 
hot cover employees above grade 15. 



^Base year data for afflnnative action planning were as of June 25, 1982, for OCRO and as 
tember 30, 1981, for ODO and Systems. 
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In performing our review, we examined 5SA work-force keo profile 
records^ multiyear affirmative action plans, annual accdmplishmerit 
reports, annual updated affirmative action plaits, and various records of 
personnel trahsaetibns^Our review of the internal selection process was 
based on analyses of limited available SiA data. While we tested the 
accuracy of ssa data used in this report where coitoboratin^ 
was readily available, we did hot assess the reliability of ssA's work- 
force EEd profile data or other adp peredhhel transaction data because 
we did not have staff resources available to do so. We did not assess the 
adequacy of ssa's competitive selection process because this was beyond 
the scc^ of oUf review. 

Qur March 1986 report^ identified a broad issue relating to opm and eeoc 
requirements for federal agencies to collect specific data for affirmative 
action programs. This report restates Opm's and eeoc's positions on the 
collection of the data. 

We did our review from September 1985 through June 1986. Except as 
noted, our work was done in accordance with generally accepted j^vern- 
meht auditing standards. 

^ Affirmativ e Action: N ational^fratitutes of Health Does Not FXilly Meet Federal Requirements (GAO/ 
nRD-86-37, Mar. 5, 1986). 
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pactes' Underrepresentation in SSA 
Headquarters Remains an Issue 



From the implemen tattoo of the ssA-wide multiyear affirmative action 
plan in September 1983 to June 30, 198?, the overall employment rates 
of blacks within ssa's headquarters work force increased slightly (see pi. 
195. However, for the five maihstream job series we reviewed, blacks — 
(especially black males—remain uhderrepresented in some grado bands, 
according to eeoc's criteria. Generally, black females were fully repre- 
sented through grade 12, but underrepresented at grades 13 and above 
in the job series we reviewed. According to the ssA-wide multiyear 
affirmative action pish, female underrepresehtatioh at the higher grades 
in sa^'s work force is due partly to (i) females' recent entry into the 
technical/profession^ series and (2) the few opportunities available to 
fill vacancies at the higher grade ler^els. 

Black males were gener^ly underrepresented at most grade levels in the 
job series we reviewed. SSA officials cited the clerical nature of SSA's 
work and the points of entry into ssA's work force as cbhtributihg fac- 
tors in the underrepresehtatioh of minority men in its work force. Entry 
into^'s work force occui^ primarily at two points, clencal jobs at 
grades 2 and 3 and technical/professional jobs at grades 5 and 7. 
According to ssa^ historically ^ the applicant pool for sUch positions has 
been dominated by females— rhsQes seldom apply for clerical positions. 
Entry mtb techhical/professiohal positions bccure through both internal 
movement of staff and external hiring. The internal applicant pool 
draws heavily from ssa's clerical staffs which consists primarily of black 
females. 



SSA uses externa! and internal recruitment strategies to increase the 
nuitiber of rriindrities iii the applicant pool for positions where they are 
uhderrepresehted. As part of its affirmative action plan, ssa is required 
to estimate vacancies, target underrepresented minority groups for 
recruitment, and establish measurable hiring/promotion goals. 

Accbrdihg to EEdc criteria, uhderrepresentation exists when a minority 
group's rate of emplojoneht within ssa's work force is less than their 
rate in the appropriate civilian labor force. For internal recruitment, SSA 
considers underrepresentation also to exist when a mindrity group's rate 
of emplbyment is substantially less at a given grade level when com- 
pared to the preceding grade level, regardless of the civilian labor force 
rates. 

ssA's external and internal recruitment strategies are aimed at 
increasing the rates at which targeted underrepresented minority 
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groups apply for vacant positions, whereby ssa can increase their rates 
of employment through hiring and internal mbyement. ssA's external 
recruitment strategy includes using the most effective hiring authorities, 
reeraitmeht sources, smd recruitment practices for eliciting applications 
from members of targeted minority groups, ssa's internal recruitment 
strategy (1) encourages underrepresented minority group members 
within SSA to apply for vacant positions, (2) seeks to improve minority 
groups' ability to compete in the selection process, and (3) requires an 
mtalysis of the internal selection process under certairi circumstances 
(see ch. 4). 

ssA's affirmative action plans stated that, since the agency's plan to 
decrease its work force by 17,000 ftes as of Septembtir 1^90 will limit 
external hiring, most changes in work-force eeo profiles will occur 
through internal movement. 



Blacks' Emplojmient 
Rates in SSA 
Headquarters 



Total SSA employment decreased from 1982 to 1985, including the total 
number of blacks employed^ however ^ the overall empldjotient rates for 
black females arid black males increased. Also black female arid male 
emplbymeht rates withingrade bands^ineres^^ 
employment of blacks remains predominately black female. Table 2.1 
shows that from June 30, 1982, to June 30, 1985, black femsde employ- 
ment rates increased in all grade bands in ssA headquarters. During the 
same period, black riiale employment rates increased in all grade bands, 
except grade band 1 1-12, where the rate declined. During that period, of 
the total staff, the overall rates of black females and black males 
employed at headquarters increased from 36,2 to 39.0 percent arid 6.5 to 
6.9 percerit, respectively. 



Table 2,1: Emplbymeht Rates for 
Blacks IniUI Job Series in SSA 
Headquarters as of June 30, 1982, and 
June 30, 1985 



Rates in percents 



Emplbymerit rates 



Grades - 


1982 


1985 


1982 


1985 


1982 


1985 


1-4 


4.785 


3,801 


60.4 


62.9 


9.0 


9.9 


5-8 


5.717 


5,116 


43.5 


49.6 


5.8 


6.4 


9-10 


i.562 


1.689 


27.2 


30.0 


5.6 


5.9 


11-12 


3:523 


3.142 


13 4 


15 6 


55 


53 


13-15 


1.957 


1.615 


3.8 


4.5 


5.0 


5.7 


All grades 


17,544 


15,363 


36.2 


39.0 


6.5 


6.9 
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Details eoneerhihg tot^ employees' and black female and male employ- 
ment rates of ocro, odd, and Systems are shown in appendixes I and 11. 



Accbrdihg tb^^ entem^ blaete remain uudeSepresented in some 
grade bands of the five mainstream job series (the most populous job 
series with opportunities for advancement) in dCRO, ODd, and Systems 
that we reviewed. As shown in table 2,2, in the five mainstream job 
series, which had a total of 22 grade bands each for black females and 
black mades^ we found that black females and males were fully repre^ 
sented in 18 and 8 grade bands, respectively, in the base year. As of 
June 30, 1985, the net changes to these levels were slight — black 
females and males were fully represented in 19 and 8 grade bands, 
respeetively. While the rate of employment for black females increased 
in two grade bands and the rate for black males increased in four, the 
level of black femiQe UhdeiTepreseri did riot iricrease in any grade 
band, but the level of black riiale uhdeif epreseritation increased in three 
bands. Further, there were 16 grade bands — 2 for black females and 8 
for black males — where the level of underrepresentation did riot charige. 

We judgmeri tally selected five mainstream job series for review at ssa 
headquarters: oeSe's adininistrative smd claims clerical series and gen- 
ersd dencal series (grades 1 to 13); ODO's social insurance claims ercam- 
iner series (grades 1 to 14) and mail and file clerk job series (grades 1 to 
12); arid Systems' corilpUter specialist series (grades 5 to 15), For the 
base year, employees in the genersfl clerical and administrative job series 
made up 27 percent of ocr6*s vi^rk force and those in the claims clerical 
job series, 35 i)ercent» StErff in the social insurance claims examirier 
series smd the mail and file clerk job series^rifiade up 48 and 28 percent, 
re^ectively, of ODd's work force. About 47 percent of Systems' work 
ftree were employed as computer specialists both at the time the orig- 
inal Systems multiyear plan was developed and as of June 30, 1985. We 
compared the 1985 computer spedsdist job series data iri aggregate for 
the current four Systems' offices with the base year data because indi- 
vidual office work-force profiles were not available at ssa in the base 
year. 

We compared the black female arid male eriiplbyment rates at ssa for the 
five mainstream job series with thejtppropriate civilian labor force rates 
arid applied the uriderrepresentation indices identified in a December 9, 
1983, memorandum from the hhs Assistant Secretary for Personnel 
Administration to SSA, to develop the levels of underrepreseritation 
shown in table 2.2. (See app. IV for detailsof our comparisons.) 
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Table 2.2; Levels of 
Underrepresentation for Five 
Mainstream Job Series by Grade Bands 
Based on Indices in HHS Memorandum 



GradiBS 1-4 


* 


* 


3 


3 




5-8 


* 


* 


3 


2 




9-12 


* 


* 


3 


3_ 





13 1^ * ^_ 



Cdmpohehtilqb 
series, and grade 
bancL - - - - 



Blacic females 



Black males 



Change. 



Base 
year* 



1985 



Change 



QCRO-cialros clerical: 



OCRD-gerieral clerical and administrative: 



Grades 1-4 


* 


* 


* 


* 




5-8 


* 


* 


* 


2b 


• 


9-10 


* 


* 


* 


* 




1M2 


* 


* 




1^ 




13 


1^ 


1^ 


1 


1 




dbb-sociaUnsurance claims examiner: - - - 


GradiBS 1-4 


* 


* 


* 


* 




5-8 


* 


* 


2b 


4 


+ 


9-10 


* 


* 


2 


2b 




11-12 


* 


* 


3 


3 




13-14 


* 


* 


* 


* 




ODO-niail and file clerk: 


Grades 1-4 


* 


* 


.* 


* 




&a 


* 


* 


3^ 


4 


+ 


9-10 


* 


* 


l^' 






11-12 


* 


c 


1 


c 




Systems^coffiputer specialist: - 










Grades 5-8 


* 


* 


3 


* 


+ 


9-10 


* 


* 


3 


* 


+ 


11-12 


4 


* 


+ 


4 


• 


13-15 






3^ 


3 







Legend 

*=No Uriderrepresehtatioh 

+"JeyeLpf ynderrepres 

•«level of anderrepresentation increased 

Underrepresentay^ 

1 "Severe underrepresentation (0 to.24 percent. of ciyiiianJabor force) 
2"High anderrepresentation (25 to 49 percent of civilian labor force) 
3 '■Moderate underrepresentation (50 to 79 percent of civilian labor force) 
4«Near parity (60 to 99 percent of civilian labor force) 
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^Base year data were as of june 25, 1982, for OCRO mainstream job series and as of September 30. 
1981 , for ODO and Systems. 



^.Leyel of underrepresentation for grade band is at least two levels higher than preceding grade band 
based on the HHS Indices; 

'^Position abolished; 

We attempted to obtain details oh ssa's use of affirmative action strate- 
gies to change work-force eeo profiles jh three mainstream job series' 
grade bands— one each within ocRO, odd, and Systems. We selected 
grade bands where (1) the level of black un Jerrepresentatibn remained 
unchanged and (25 there appeared to be opportunities to improve the 
EEO profile because blacks were employed in larger numbers — at least 
two levels higher than in the preceding grade bsmd based on the hhs 
indices (see pp. 22-29). 



Extemai ReerUitEnent Ss^stems' offices have neede^^^ staff, due 

largely to tiie modernization plaiis of the ssa data processing systems. In 
February 1981, Systems and the Office of Human Resources Cohr) estab- 
lished a prca «:t team to develop recruitment plans to fill Systems' posi- 
tions, particularly in the computer speeisafet job series, the Systems 
multiyear affinnative action plan stated that Systems would work with 
OHR and the Civil Rights Office to identify qualified mindrity candidates 
for the computer specialist series. The plan provided that most com- 
puter specialist positions would be filled through extem^d hiring. 

Since the base year, the overall employment rates have increased for 
black females and males in most Jrade bands of the computer specialist 
job series (for details, see app. IV). In the base year, the overall employ- 
ment rates for black femalejs and mades in Systems — 3.9 percent and 4.6 
percent, respectively— were less than their employment rates in the 
national civilian labor force. (Systems recruits nationwide for all posi- 
tions and grades in the computer specialist job series; therefore, it uses 
the national civilian labor force statistics to detennihe undeirepresenta- 
tibh at all grades.) As of June 30, 1985, the overall employment rates of 
black females and males had increased to 5,6 and 5.0 percent, respec- 
tively; and both exceeded the national civiliar labor force rates at that 
date. 

iy though the overall emplojnrnent rates of black females and males in 
the computer specialist job series increased, both groups remained 
underrepresented in some grade bands (see table 2.2). Based on the 
indices of underrepresentation identified in the hhs memorandum, black 
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females were highly underrepresei ced in grade band 13-15, and black 
males were near parity and at moderate underrepresentation in grade 
bands 11-12 and 13-15, respectively. 

The original Systems aiTiiTnative action plan covering fiscal years 1982- 
86, as well as the multiyear plans of osi, dsd, and dis, targeted black 
females and males in the computer specialist job series at grades 13 
through 15 for extemal recruitment, the deputy to the deputy commis- 
sioner for Systems told us that Systems does not have any specific strat- 
ejies to recruit blacks for grade 13 through 15 positions. According to 
that official and executive officers of 6&i oxid osb, the problems in 
recruiting computer specialists at grades 13 through 15 are not unique 
to blacks, but are also problems experienced with recruiting other 
minority groups. The OSO executive officer said that the potential appli- 
cants for the computer specialist series are predominately white males 
because minority colleges have lagged in offering computer science 
courses. 



OHR did not have records available for Us to evaluate the external 
recruitment sources for computer specialist positions. The deputy 
director, OHR, gave us a list identifying job fairs, special interest groups, 
employment agencies, minority colleges, and public announcements, 
aiTipng others^ as external recruitment sources for the computer spe^_ 
cialist pbsitionL-^. She said, however, that oHR does hot maintain data for 
computer specialist vacancies by recruitment source. The deputy to the 
deputy commissioner for Systems and executive officers of osi and oso 
said that their offices have not analyzed the results of their recruitment 
activities for computer specialist grade 13 through 15 positions. 



OCRO and odo relied on internal promotions and reassignments to change 
the levels of black male represerttatidn in the general clerical and admin- 
istrative grade band 11-12 arid the social insurance cliatims examiner 
grade band 9-10, respectively: Systems also relied oh internal promo- 
tions and reassignments to change the level of black female representa- 
tion in computer specialist positions at grade band 13-15. 

As discussed more fully on pages 41 and 42, ssa's internal selection 
process includes the following five stages: 



Internal Promotions 
and Reassignments 
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1. the potential applicant pool, consisting of employees within the area 
of consideration.^ 

2. Actual applicants for vacancies. 

3. Qualified applicants or those actual applic^ts who meet certain min- 
imum requirements. 

4. Best qualified candidates or the applicants ranked highest based on 
numerical scores. 

5. Persons selected to fill vacancies. 

the SSA-Wide guidance prepared by the Civil Rights Office stated that 
applicant flow data (i.e., infonrhatioh cm the race and sex of all appli- 
cants) for each stage of the internal selection process would be compiled. 



ODO's Internal Selections odo's multiyear af f innative action plan targeted black males for internal 

recruitment for the social ii^urahce cl^ins examiner grade band 9-10. 
Black mSle employment at grade 8 (the grade level of the potential 
applicant pool) increased from 26 (4,6 percent) of 565 persons during 
the base year to 67 (8.5 percent) of 785 persons of June 30, 1985. As 
of the latter date, the opportunities to improve the level of black male 
uhdertepresehtation at grade band 9-id appeared to have increased 
because, according to the indices in the HHS memdfahdum, the black 
male employment rate for grade band 5-8 was two levels higher than 
their entplc^ment rate at grade band 9-lG. 

^ shown in table 2.3, ODO officials selected 20 of 26 black males who 
were included among the best qualified candidates for social insurance 
daims examiner grade 9 vacancies. Available data for 16 announce- 
mentis ihvblvihg^439 prbmotirni/reassignmeht opportunities to grade 9 in 
three occupations in this m^nstream job series are summarized in the 
table. 



*The area of consideration includes employees in the SSA offices/geographic areas from which SSA 
will accept applications for vacancies. 



25 

P»«e 24 •' ^ GAO/HBira7-2 SSA AfllrmaUve Action 



erJc 



Chapters 

Blacks' UnderrepresenUU^ 
Headquarters Remains an issue 



Teihte 2.S[0D0yacericy 
Announcements ffor Sociai insurance 
Claims Examiner Grade 9 Positions 



Positidh 



i^Databl 

announcement. 



Ratio 0? bladunales to 
total BQ" - - 
Candidates Solactees- 



Pejveht of black 
males seLtcied to 
black male BQ 
candidates 



lonzer 



6-29-81 


0/82 


0/28 




6-07-82 


4/107 


3/40 


75.0 


12-12-83 


1/34 


0/13 


- 0 


2-15-85 


2/144 


2/54 


100.0 


Recovery reviewer 


2-15-82 


a/n9 


7/39 


87.5 


6-21-82 


1/52 


0/19 


-0 


11-08-82 


2/122 


2/41 


100.0 


5-16-83 


0/37 


0/16 




12-12-83 


1/61 


Iy35 


100.0 


6-17-85 


1/72 




-0 


Benefit authorlzer technfcai assistant 


-11-08-82 


2/122 


2/41 
1/22 


100.0 


5-16-83 


1/5. 


100.0 


12-19-83 


3/69 


2/28 


66.7 


7-23-84 


0/25 


0/6 


• 


12-10-84 


0/9- 


0/1 


• 


6-17-85 


0/41 


0/13 


• 


Totals 


26/1i147 


20/439 





°Best qualified candidates to fill vacant positions. 



These limited data show that ODO selecting officials selected 77 percent 
(20 of 26J of the black males who made the best qualified list of candi- 
dates to fill vacancies, while they selected 37 percent (419 of 1,121) of 
all other best qualified candidates. These data also show that black 
males made up 2.3 percent (26 of 1,147) of the best qualified candidates; 
however, they were selected to fill 4.6 percent (20 of 439) of the vacan- 
cies. For these positions then, oDO of ficials took advantage of the oppor- 
tunities to promote/^reassigh black males to these vacancies. Without 
information on the number of eligible black male applicants for these 
positions, we could not compare the rate at which eligible black males 
applied for these positions to their fate of selection. 

GDO bffieiatls smd they are of the positions in which 

black males are underrepresented and that selecting officials usually 
choose black males to fill such positions when they are among the best 
qualified candidates. The officials expressed cohcern about the number 
of black males that have been included among the best qualified candi- 
dates to fill social^ i^ claims examiner grade 9 vacancies. They 
added, however, that odo has not analyzed the competitive selection 
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process to identify faetore that may hinder black males; that is, to iden- 
tify disp^Ues in the various stages— application, determining qualified 
applicants, determining best qualified candidates, and selectiori. 



GGRO's Internal Selections ^Rb^ multiyescr affi plan targeted black males for 

intern d recruitment for the genersd clerical and administrative job 
series grade 12, As of June 30, 1985, three of the eight persons (37.5 
percent) in grade 10 positions in the geher^ clerical and administrative 
job series in bene were black mSes. Black males were fully represented 
in grade band 9-10 as of the base year to June 3b> 1985. 

During the same period, the number of positions in ecRO's genersd cler- 
ical and administrative grade bsmd 11-12 incre^ed from 7 to 19, but no 
black males were selected for these positions, ocro data showed that 
black males have been among the best qualified candidates to fill some 
of the vacant general clerical arid adriiiriistrative positions, but none 
have been selected. These data are shown in table 2.4. 



Tible 2.4: OCRO Vicihcy 
Announcements for Genera] Clej'fcal 
and Administrative Grade 1 1 and 12 
Positions 





bate of 
announcement 


Ratio_ofJblackjnaie 
BQ candidates to 
totai BQ candidates 


Audit and coverage supervisor: 


Grade 1 1 


2-D5-82 


0/9 




3-25-83 


4/15- - 


Title staff assistant: 


Grade 1 1 


5-07-82 


4/14 


Grade 12 


7-09-82 


1/7 


Deputy SSI* bperailbhs branch chief: 


Grade 12 


5-28-82 


0/15 



^Supplemental Security income. 



OCRO did not select black males to fill grade 1 1 and 12 vacancies in the 
general clerical and adrninistrative job series. On June 25, 1982, ocRO's 
seven positions in the 1142 grade band were held by white males, white 
females, and black females. The eeo profile as of June 30, 1985, for the 
19 grade 11 and 12 jpdsitions reflected increases for black females, white 
females, and white males. 



OCRO has not improved black male undeirepresentation in the general 
clerical and administrative jgrade 11 arid 12 positions although black 
males were on the best qualified lists of candidates for three of the five 
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vacancy suihbuneemehts we review^^ Black males did hot occupy any 
of these positions as of the base year or as of June 30, 1985. The OCRO 
deputy director stated that although no black males have been selected 
for the genertU clerical and administratiye grade band 11-12 positions 
we reviewed, black males hold positions in this grade band in other 
mgdnstream job series within ocRO. 

As in opOi because applicants' race and sex data are not cdiiected at each 
stage of the selection process, we could not compare the EEb profiles for 
selections with the ebo profiles at the other stages of the selection 
process. 



Systems Internal Selections Nme black females who applied for grade 13 computer speciahst vacan- 
cies in 1984 and 1986 that we examined in CIS, osOy and osi were among 
the best qualified candidates. We did not identify any OSR vacancy 
armouncements for this job series. The original Systems and Ois, oso, and 
OSI multiyear affirmative plans targeted black females for internal 
recriiitmeht for grade 13 computer specialist positions. 

As shown in table 2.5> in reviewing 25 vacancy annouhcements ft)f OK 
oso, and osi grade 13 computer specialist iM^sitibhs in 1984 and 1985, we 
found that 55 of the 1,132 applicants (4.9 perc^ femsdes. 
Of the 324 best qualified candidates for the vacsunt positions, 9 (2.8 per- 
cent) were black females. Of the 39 selected to fill a vacant position 
through promotion or reassignment, 1 was a black female (2.6 percent). 
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Tible 2.5: Syitams Vlcaiicy 
Announcements for Computer 
Specialist Grade 13 Positions 





Ratio of black female 




Applicants 
Date of to total 
Office and position announcement applicants 


BQ candidates 

idlotaiJBa 
candidates 


Nujnber of 
persons 
selected 




Computer systems analysts 




11- 12-84 1/55 

12- 24-84 2/52 


0/16 
0/9 


3 
1 


Supervisory compater gystems a 


nalysts 








3-18-85 1/76 


0/15 


1 


OiS total 


4/183 


0/40 


5 


OSO: 


Computer systems programmer 




4- 23-84 0/13 

5- 20-85 e/^ 


0/11 

_e/§ 


1 
1 


Supervisory compater systems programmer 




5-27-85 1/24 


0/15 


1 


supervisory computer specialist 




1-28-85 6/62 


6/18 


2 


Computer systems analysts 




3-04-85 2/39 
7^15-85 0/28 


0/10 
0/6 


3 
1 


Comf3Uter equipment analysts 










7-22-85 3/30 
6-17-85 2/28 


0/8 
0/8 


3 


OSO total 


14/233_ 


0/85 


13 


OSI: 


Computer systems analysts 



2- 06-84 0/32 

5- 14-84 2/65 

6- 18-84 3/42 
8-06-84 5/66 

3- 04-85 2/40 
3-11-85 3/53 
3-n-85 5/72 
3-18-85 4/78 
3-18-85 4/86 

7- 22-85_2/29_ 



0/10 

0/8 

V8 

2/40 

2/18 

0/8 

1/9- 
1/15 
1/13 
0/8 



2 
1 
1 

6b 

1 
1 
1 
1 
i 
1 



Supervisory compater systems analysts 


6-14-84 3/43 


0/16 


2 


5-27-85 1/34 


0/16 


1 
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Ratio of black female 




Office and position 


Applicants BQ candidates 

bale of to total tototal^a 

announcement applicants candidates 


Number itf 
persons 
selected 




5-27-85 2/47 1/15 


1 




6-10-85 1/29 0/15 


1 


dsi tbtii 


37/716 9/199 


21 


Qrand totals 


55/1132 9/324 


39 



^Includes all applicahis—sb^ of whom may ha^^^^ been ineligible to fill the position because they did 
not meet OPM's minimum qualification requirements. 



^One of these six was a black female. 

Because race and sex data were not collected regarding the potential 
applicant pool and qualified applicants^ we could not compare the eeo 
profile for selections with the eeo profile at other stages of the selection 
process. 



GonelUSiOIlS Ckcro, and the Systems offices varied in their use of the internal 

selection process to increase black representation. 

Based on our limited review of readily available ssa data concerning the 
internal selection process, we noted that: 

• OCRO did not select any black males for vacM^ 

• Odo geherally selected black males for vacant positions when they made 
the best qualified list; however, because ssa does not compile applieaht 
flow data, we were not able to determine whether the ratio of black 
males who applied for the vacancies we examined was commensurate 
with the ratio of qualified black males in the potential applicant pool. 

• The three Systems offices' selection rates for black females who applied 
for computer specisdist vacancies were lower than the rj?tios of black 
females who made the best qualified lists, and these best qualified ratios 
were lower than the ratios of black females who applied for the 
vacancies. 

As discussed in chapter 4, without ebmpilihg and analyzing applieahts' 
race and sex data at each stage of the selection process — applicants, 
qualified applicants, best qualified candidates, and selectees— ssa 
cannot deterrhihe whether its policies, procedures^ and practices act as 
artificial barriers for minority groups. Absent barrier idehtincatibh, SSA 
cannot focus its revised affirmative action strategies on those bsttrjers 
that most hinder the improvement of the representation of targeted 
minority groups within mainstream job series grade bands. 
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The SSA-Wide Affirmative Action Plan Has 
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The SSA- wide affirmative action plan has not been fully implemented 
because some of the plants elements are not fully integrated into compo- 
nents* affirmative action plans. Specifically, we found that 

• the^-wide plan targeted job series for affirmative action efforts, but 
some components* plans did not similarly target these job series even 
though they had employees in them, and 

• annual hiring goals established in the ssA-wide plan were not integrated 
into components* plans. 

Also^ components* accomplishment reports did not include sufficient 
informatibh to measure whether ssa*s affirmative action plan goals and 
objectives were met. 

If SSA components* affirmative action planning and reporting activities 
were integrated with the ssA-wide planning and reptbrtihg, ^ could 
better direct its efforts to improve woiic-force eeo profiles and evaluate 
components* efforts to improve minority underrepresentation. 



Integrating Af fintiative 
Action Planning 



The sSA-wide affirmative artioh plan has hot been fully integrated into 
components* plans, eeoc Management Directive 707 required agencies to 
develop and implement multiyear- affirmative action plaris to insure 
responsibility cdmmehsUrate delegatidhs of authority within the 
agency, hhs Gircolar 1698-1 /72B-2, dated March 29, 1982, provided 
guidance to sSA for developing an ssA-wide plan for the aggregated hhs 
plan, which is submitted annually to ebcx;. According to hhs guidance, 
the SSA-wide plan is a general plan that establishes a guide to priorities, 
policies, and strategies for ssA and its components, hhs holds the ssa 
Gbrrarassibher respond for guiding components in developing com- 
plete and supplemental plans that fully integrate the essential details of 
the ^-wide plan and requires the Cdmmis^ioher to hold subordinate 
managers responsible for addressing the correction of 
underrepresentation. 



Affirmative action plans are to include infonnatidn on the fdlldwing: 
wdrk-fdrce eeo profiles, determinations of uhderrepresehtatidh, hinng/ 
promotion goads for rniderrepr^hted grbui^, and methods of moni- 
toring progress toward improving minority groups* representation. 
Affirmative action plans at the ssA-wide level and fdr the msgdr ssA com- 
ponents also are to include a Federal ESjUal Oppnartuhity Recruitment 
Program plan and plans for smalj^ing persohhel policies, procedures, 
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and practices— barrier analyses — that may impede progress toward 
meeting affirmative action goals. 

Recruitment Program plans complement affirmative action plsuris by 
identifying recruitment strategies to increase the representation of 
mindrity grbUp members in applicant pools for positions where they are 
uhderrepresented. Recruitment Program plans identify under- 
represented minority groups targeted for interned and external recruit- 
ment, establish external recruitment progrsmis aimed at reaching 
underrepresented group members, and detail skills assessment and 
develbpmerit activities to give minority groups within the agency's work 
force bppbrtunities to move into positions where they are 
underrepresented. 



SSA's Affirmative 
AetiGii Planning 



In May 1982, the Givil Rights^ffiee issued ^'s guidance to components 
for preparing multiyear affirmative action plans. According to SSa guid- 
ance, the Commissioner has ultimate responsibility for affirmative 
action. Planning, implementing, and monitoring are delegated to the 
cdmpbnehts foUbwihg ssa's drgahizatibhal structure and lines of 
authority, ssa's affirinative action plsiming process includes three orga- 
nization^ levels of plan development: the overall JSA-wide plan at the 
Commissioner teyel^^ complete plans prepared by m$jor ssA components, 
and supplemental plans prepared by the other components. 



SSA*S Delegations of The Commissibner (first-level planning) delegated to associate commis- 

Responsibility siohers (second-level plsmnihg)— including ocd arid Systems— responsi- 

bility for developing, implementing, and monitoring their own 
affirmative action plans. ssA guidance did not assign responsibility 
below the associate commissioner level, but subordinate managers, such 
as the directdrs of OCRo and opo, are required to develop and implement 
affirmative action plans (third-level planning), arid ssA includes EEC per- 
fbrirismce standards as an element of their perfbrrriarice plans. 



SSA*S Plan Development additibri to the ssA-wide plari, bver 100 bther affirmative actibn plans, 

including ebrriplete pla^s and supplemental pl^s, are prepared armu- 
ally. The associate commissioner, oco, was required to prepare a com- 
plete plan aggregating the supplemental plans of its cbmponents 
iricludirig dCHO arid ODO. The associate commissioner. Systems, prepared 
a supplemental plsm. 
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Originally Systems had one multiyear affirmative action plan under the 
responsibility of one associate conmussidner. Currently four associate 
eommfesioners are responsible for the respective plans of CKR, osr, ois^^ 
and oso: In 1982, SSA announced an interim reorganization to realign Sys- 
tems into three operating bffices^HDSR, osi, and oso — and in 1984 ah 
additibhal operating bffice,^is^\vas formed. After the realignment, each 
of the four operating Systems of developed supplemental multiyear 
^firmative action plans covering the remaining period of the bri^rial 
Systems multiyear plan. The osr, obu oso, arid ois plans covered fiscal 
years 1984-86. The four Systeriis offices' pl^ were not consolidated 
into a single Systems-wide affirmative action plan. 



SSA-Wide ATfiimative 
Action Plan Not Fully 
Integrated Into Lower 
Level Plans 



The ssA-wide af fultiative actibri plan has ribt beeri fully implemented 
because sbriie of its elements have not been fully integrated into lower 
level plaits^ For exampk^^ and the four Systems' plans were pre- 
pared independently c f the ssA-wide plan. We found that level twb arid 
level tlu-ee affinnative actibri plans did ribt target the mainstream job 
series identified iri the sSA-wide gtffinnative action plan, nor did these 
ebmporierits report measurable accomplishments on these mainstream 
job series. Moreover, ssA-wide promotion/hiring goals were not inte- 
grated in level two and level three affirmative action plans. 



Maihstreain Job Series In developing its multiye^ affirmative action plan, the ssa Office of 

Civil Rights identified the mainstrearit jbb series, based bri eeoc criteria, 
on which SSA wbUld focus affirriiative action strategies arid efforts for 
the duration of the pl^. Mmnstrearn job series are the most populous 
job series in which opportunities for improving the EEO work-force pro- 
file are probable. Job series not identified as mainstream are combined 
into m "ail other" category for affirmative action planning and 
repRirtirig purpk)ses. 

After identifying the mainstream job series^ the ssa Civil Rights Office 
identified, by grade band, minority Uriderrepreseritatibri withiri each 
mairistrearii jbb series. The sSA-wide multiyear plsarjdentified seven 
mairistreiri job series for separate reporting of affimative action and 
included a list identifying the SSA components haying employees in these 
series, the 1984 ssA-wide updated plan ideritified 8 additibrial main- 
stream jbb series, increasing to 15 the number of series identified for 
separate reporting. The entire list of 15 mainstream job series included 
over 90 percent of the total ssa work force during 1984. 
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^ cpmponente that had employees in the mainstream job series identi- 
fied by the Civil Rights Office in the ssA-wide plan, however, were hot 
directed by guidmice to address these seven job series as mainstream 
job series in their multiyear affirmative action plans. As a result, each 
component preparing a multiyear plan decided the mainstream job 
series that would be the focus of affirmative action, ssa also did not 
direct the cbmpohehts to include the eight additional mainstream job 
series in their updated plans. 

Accordingly, the mainstream job series addressed in both the sSA-wide 
multi-year and updated fiscal year 1984 plams were not addressed in the 
pl^s of some compmients having employees in these series, The^compNO- 
nents' plans we reviewed sometimes addressed these job series in an **jdl 
other" category or did not address them at all. Some ssa components 
with significant numbers of employees in ssA-wide mainstream job series 
did hot address these series as mainstream in their affirmative action 
plans. For example, as of July 1986: 

• Cp3 emplbyed 1,223 of the 2,460 SSA-wide staff in the miscellsuneous 
clerk and assistant job series, but did hot address this as a mainstream 
job series or in the "sdl other" category in its multiyear plah^ 

• ODO employed 216 of the 1,550 ssA-wide staff in the clerk typist job 
series, but addressed this series in an "all other" category in its multi- 
year plan. 

When components employ large numbers of employees in sSA-wide main- 
stream job serieSj they should address these series as mainstream and 
direct their efforts to improve the eeo work-force profiles for these 
series. We also noted that some cbmpohehts employed over 100 staff in 
some of the ^-wide mainstream job series, such as in the clerical posi- 
tions, but have not addressed these job series as mainstream. Because 
imprbyements in the EBO work-force profiles in the i^-wide mainstresmi 
job series depend bh the cbmpohents' efforts, cbmpbhents emplbyihg sig- 
nificant humbens of employees in these msuhstrearn job series should 
address them as such. 

Many ihcbhsistehcies existed aitlbng the ssA-wide mainstream jbb series 
and those addressed as mainstream in the components' affirmative 
action plans as of July 1986. Table 3.1 shows the extent of these incon- 
sistencies. (See app. V for details on these mainstream job series.) 
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11bR[3L1: Suminiry of SSA-Widi 
MainsMjim Job 8#rlj»i AddmaMdih 
Comporionts* Affirniativo Action Plans 





SSA-wide mainstream iob aariea 




SSA con^ponantg 


Should have 
been 
addressed 
separately 


Included In 
Addressed "all other" 
separately category 


Not 

addressed 


oeo 


13 


5 




OCRO 


11 


3 7 


1 


ODD 


12 


4^ 3 


5 


GSI 


9 


2 • 


7 


OSR 


8 


2 


6 


pso 


8 


1 


7 


gis 


. ...... 7 


1 


.6 



Hinng/Promotion Goals 



Contrary to EE»e requirements, Hf^ did not require sSA's and its compo- 
nents' multiyea^ plans to hiring/promotion goals. But, beginning 
in fiscal year 1984, the ssA-wide undated plans and components' 
updated plans were r<^uired to include numerical hirSig gosds. Although 
S3A formulated hirir^/promotiohgoSs beginning in fiscal year 1984, 
these gosds were not integrated among organizational levels. 

EEt>D Msmagement Directive 707^ effective Jahu^ 1981, required agen- 
cies to set numerical hiring/promotion goate by race and sex. The goals 
were to consist of (1) Ion hiring/promotion goals covering fiscal 
years 1982-86 for underrepresentcd groups^ and (2) armual hiring/pro- 
motion gDials so that underrepressnted groups achieved full representa- 
tion by the end of the 5-year planning cycle. The directives required the 
establishment of goals bs^ed on^avaiiable opportunities — including new 
hires, promotions, and reassignments. 

HHS guidance issued in 1982 did hot require ebmpohehtsjo establish 
hiring/prbmbtioh goals in their multiyear plans. A December 9, 1983, 
rriernorOTdum from the hhs assist^mt secretary for personnel administra- 
tion to ^ and other hhs organizationsU units, however, stated that 
beginning in fiscal year 1984, affirmative action plans must include 
hiring/prbmotibn goals when (1) imderrepresehtatibn exists and (2) 
opportunities to hire, promote, or reassign staff were expected to occur. 

^ did not prepare written guidance regarding hiringVprbmotibh gbsds. 
The Civil Rights Office developed such goals for the ^-wide updated 
plans and for the ^ components' updated plans. An ebo specialist from 



^The SSA-wide and SSA components* affirmative action plans did not include long-term goals. 
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the Civil Rights Office who was involved in developing these goals told 
us that the i^-wide goals were not integrated into the components' 
plans. 



SSA components' annual reporting of affirmative action accomplishments 
does not provide enough infbrmatioh to determine whether the compo- 
nents have used available opportunities to improve EEd work-force 
profile, in other words, these aeeomplishmeht reports dd itot compare 
planned gosds and projections with actual performance. SpeciJFically, 
components' annual accomplishment reports do not compare 

projected vacancies with hirihg/prdmdtibn oppdrtuhities and 
hinhg/promotioh goals with the eeo profile of those selected to fill the 
positions. 

In a December 9, 1983, memdrandum, the HHS assistsiht secretary for 
personnel admihistratidn instructed ^ to report affirmative action 
accomplishments on eeoc forms 508 (hiring goal accomplishments) and 
509 (internal movement goal accomplishments), among other forms. 
These forms allow cdmpansdns of actual hiring, prdmdtidh, and reas- 
si^meht aeedmplishments with prdjeeted external hiring and mtenral 
promotion/reassigiment opportunities. The HHS memorandum did not 
specify which reporting units would use these forms for reporting. 

We reviewed the 1983, 1984, and 1985 accdmplishmeht repdrts for the 
SSA- wide, dec, OCRO, odo, osi, ^R, osd, and ok plans- : The eivil Rights 
Office prepared the accomplishment reports for the ssA-wide plan and 
compiled the data for oco^ osi, OSR, oso, and ois (level two planning) to 
use in develdping their accdmplishmeht repdrts. The ssA-wide fiscal year 
1984 and 1985 accdmplishmeht reports prepared by the Civil Rights 
Office included the required eeoc forms 508 and 509. The accomplish- 
ment reports for 005^ 051^ osr^ oso^ and ois did not include the forms or 
the ihformatidri required by eeoc. 

The data provided by the Civil Rights Office for use by the components 
to analyze accomplishments consisted primarily of the components' 
work-force eeo profiles. These data only cdmpafed a current period's 
and a pirecedihg peridd's ending wdrk-force eeo prdfil^ td shdw change 



itlie SSA-wideand most SSA a)mpononts' flmt accompiishmont iTp()rts tworcd ruicai year 1983. A. 
fLscal ycivr 1983 acct)mpli8limont reptsft was notp»pan>d fori^yHtoms. Ktrilawing tho reidifpintont, the 
rirat accomplishmont reports for OSI, OSR, Jind CKj50 ctwored fLscal year 1984 iind 0IS*s first aecom- 
plishment report eovered fLsc*al year 1985. 



SSA Gompohehts' 
AccdmpUslimeitt 
Reports Do Not Ciclude 
Informatipn Needed to 
Evaluate Efforts 
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from one year to the n^^ Although this **bottom line" informatidn was 
useful in showing changes in the employ itient rates of minority groups 
in various mainstream job series mi grade bands, it was iiOt sufficient 
to determine the extent to which the components had used the opportu- 
nities to improve eeo work-force profiles where underropresentatidn 
existed. Other data related to various personnel transactions were also 
generated by the Civil Rights Office^^ but we cbUld not link these data 
with the strategies outlined in the affinnative action plans. 

The ssA ebmponents do not analyze and track opportunities in the same 
manner. We reviewed updated affirmatiye actibn plans/accomplishment 
reports for fiscal years 1984, 1985, and 1986 prepared by the seven ^ 
components and found that only and eis included comparisons of 
their pixgected bppbr^ improve eeo work-force profiles with 
their luring, p^^^ and reassignment selections to supplement the 

data prepared by the Civil Rights Office. For example, for the computer 
specialist mainstream job series 

• dSG identified its gosds for minority groups and compared them with the 
actual selections lor fiscal years 1984 and 1985, and 

• ois compared fiscal year 1 985 actual opportunities with projected 
vacancies and identified the eeo profile of selections. 

^ components should report affirmative action accomplishments in a 
manner ^milar to the sSA-wide repK3rt to provide information to evaluate 
EEO performance. Such reporting should, as a minimum, include compar- 
isons of pr6jeeted_hinng,prdmotio and reassignment opportunities 
with actual opportunitie? and compari^ns of the race and sex of those 
hired, promoted, and reassigned with planned goals for min<^ty groups. 
Such comparisons are needed to evaluate components' affinnative 
action performance to improve work-force eeo profiles. 



Conclusions ssA-wide affirmative action plan has not been fully implemented 

because lower level plans do not address the same mainstream job 
series^The^-wide hiring/promotion goals are not integrated into com- 
ponents' affirmative action plans. In addition^ cbmpbriehts' annual 
accomplishment repbits db nbt include ehou^ inforinatioh to assess the 
extent to which components have used opportunities to improve 
minority underrepresentation where it exists. 
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Recommendations 



We recommend that the Secretary of hhs direct the Commissioner of SSA 
to 



integrate the ^A-wide affinnative action plan into components' plans, 
especially in regard to identifying mainstream job series and estab- 
lishing hiring, promotion, and reassignment goals, and 
require components to report affirmative action accomplishments with 
sufficient ihforrhatioh to determine whether af finrtative action goals 
and objectives were achieved. 



Agency Comments 



In commenting on dUr recbmmehdatibn that the Secretary direct the 
Commissioner to integrate the jSA-wide affirrhative action plans and 
reports into components' plans and reports, hhs ssdd that the plans are 
already integrated, but provided no evidence to support this contention. 
HHS also stated that SSA is attaining better results than if it strictly 
adhered to EBOe s^d hhs guideHhes because 23 mganstream job series 
had been establfehed at rather than only the 7 required by eeoc. hhs 
also stated that to see the relationship of the ssA-wide plan with its com- 
ponents' plans, one must examine all components' plans, not just a 
sample. 

We stand by our recommendation because, to be fully integrated, the 
same overall goals luid ofcaectives and plans for action at the ssA-wide 
level must cascade down to the ssA components. We did hot find this to 
be the ease in our review of the multiyear af finnatiye action plans and 
aratuai updated plans and accomplishment reports for SSA overall and its 
headquMi:ers components. Furthermore, in reporting on affirmative 
action accdmplishments^ the ssA headquarters compR^nents' data were 
hot fully compatible with the data reported ssA-wide. 

We agree that ssA's decisions to establish 23 mainstream job series and 
target 16 of them in its updated SSA-wide affirmative plait beginning in 
fiscal year 1984 were appropriate^ rather than limiting the number of 
targeted job series to 7^ targe agencies like SSA, however, were advised 
by EEOC guidelines to target up to 15 job series in their plans. 

We also agree that, in their affirmative action plans, ssA ebmpK)hehts 
should have the flexibility to focus on job series that warrant attention, 
in addition to the mainstream job series targeted in the SSA-wide plan. 
We believe, however, that additional job series should be identified and 
targeted within the context of an overall plan that effectively recognizes 
SSA-wide priorities. 
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As discussed on page 32 of this report,^ 15 mainstream job series 
identified in the ^-wide plan Included over 90 percent of the SSA work 
force. As shown on page 34, of the seven ssA headquarters cbmpdhehts 
we reviewed^ only oco's plan separately addressed as many as five of 
the maixistream job series targeted in the ssA-wide plmi, even though 
each of the seven components should hsrve addressed from 7 to 13 of the 
^-wide series. Also as shown on paj^e 34, only OCRO and odd exercised 
the option to include any of the ssA-wide mainstream job series in the 
"all other" category of their plans. As evidenced by these data, the ssa 
headquarters cbmpbhents we reviewed had not developed plans to over- 
come underrepresentation in many of the mainstream job series targeted 
in the ssA-wide affirmative action plan, and that is why we continue to 
beUeye that ah irit^ated plan is needed. Furthermore, ssa has not pro- 
vided evid^ee to support: its sssertion that its local-option approach is 
achieving better results than it might have achieved with a more inte- 
grated focus on the 15 key job series. 

While we did hot review all of the ^ headquarters components' affinn- 
ative action plans, we were advised during our review by ssA Civil 
Rights Office officials that the afflrmative action plans, decisions^ and 
data relating to the compdhehts we reviewed were typical of the other 
SSA headquarters eorhponents. 

HHS disagreed with our recommendation that ssa cdmpdrtents should be 
required to report affirmative action accompUshmehts with sufficient 
information to determine the extent to which affirmative action goals 
and objectives are achieved, in^ cited the fact that a variety of tables 
and data are developed periodically at ssa concerning a variety of per- 
sonnel actions and stated that we may not have examined these data in 
developing bur conclusions and recommehdati^s. 

During our review we examined all of the data d ted in hhsX response. 
The data referred to are generated by the sSA Civil Rights Office and 
OHR— not the SSA cbmpbhehts. In some cases, these data were identified 
as being the annual accomplishment reports of the components, and no 
supplemental d£rt;a, narratives, or explanations were developed by the 
components' staffs. In most components no dii^t irifdntlatibh was pro- 
vided cbnceriiing whether stated goals and objectives were achieved. 
Also, we could hot readily Imk the accomplishment reports' data with 
the strategies discussed in the components' multiyear and updated 
affirmative action plans. The annual accomplishment reports are to be 
used by SSA headquarters components in adjusting the annual updated 
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affirmative action plaits; however, we did not find that this occurred in 
the components we reviewed. 

Finally, as discussed in chapter 4, without compiling and analyzing com- 
plete race and sex^prbfile data, ^ aitd its components catmot provide 
data in their accomplishment reports on the extent to which they used 
available opportunities to hire, promptej and reassign black males and 
black females to targeted positions. Without rei)brting fully oh the data 
involving these opportunities, ssA*s accomplishment reports will con- 
tinue to be inadequate. 
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SSA headquarter cbmpkjheritis are not fully complying with all eeoc 
affirmative action requirements designed to improve the repre- 

sentation of minorities in the federal work force. Specifically: 

• Applicants' race and sex profile data for each stage of the selection 
process are needed^ monitor and evsduate affirmative action efforts, 
but they are not compiled and analyzed. 

• Studies to idientify barriers to achieving full representation of minorities 
in the work force have not been initiated or reports remain incomplete. 

Gbxrectihg this hohcompliance is necess^y so that SSA will be able to 
evaluate its affirmative action efforts to improve the representatipn of 
targeted minority groups, including black males and females, as dis- 
cussed in chapter 2. 

Also the effect of planned skills development activities (training, job 
reassignmentS) individual develdpitient plans) on ssA's work-force eeo 
profiles for the components we reviewed could hot be determined 
because the reporting oh these activities is incomplete or lacking. 



Applieants' Ha66 and ^ compile data bh the race and sex of persons applying for 

. XT -I- r* T A ^^^^^ positions for^aeh stage^ih the selection process; that is, applicant 

oex Uata JNOt vJOItipUea Aow data are hot compiled from the first stage of application through 

the last stage of selection to fill the vacancy. Since developing mujtiyear 
affirmative action plans in 1983^ ssA had hot compiled applicant flow 
data bh applicants from within the agency, and in 1985, discon- 
tinued collecting the data oh applicants from outside the agency. 

EEOC Management Directive 707, effective January 1981, provides that 
the cbllectibh bf applicant flow data is critical in identifying bmriera to 
full empldymehtqf uhdeirepresehted groups and monitoring the effec- 
tiveness of internal md external recruitment efforts. The eeoc directive 
requires the collection of race and sex data at each stage bf the selection 
process. The cbllectibh bf these data is also required by the Uhiforih 
Guidelines on Emp loy ee Selection Procedures, which became effective 
oh September 25, 1978. These guidelines provide systematic procedures 
to identify employment practices that indicate disparate impact in 
regard to race, sex, br ethnic brigih. 

Hfs guidance requires the collection of applicant flow data, hhs Circular 
1608-1/720-2, dated March 29, 1982, stated that subordinate agencies- 
such as ssA — should begin to collect applicant flow data in fiscal year 
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1982 in anticipation that detailed analyses would be required in later 
years; 



Complete Internal 
Applicant Race and Sex 
Data Not Compiled 



The ssA-wide multiyear affirmative action plan stated that cbmpbhehts 
would analyze Jhe race and sex data of ihtenial job applicants* to iden- 
tify possible artificial barriers to the internal selection of under- 

represented groups in targeted positions. An agency's policies, practices, 
and procedures gbvenling the internal selection process may impose 
artifici^ barriers if such policies, practices, and procedures cannot b€5 
validated as being related to the job; Analyzihg these data would reveal 
whether disparate selection rates were occurring for underrepresented 
groups. If disparate selection rates were found, SSA was to undertake 
further analysis to identify specific policies, procedures, and practices 
that acted as barriere at any stage of the selection process, including (1) 
applying for vacancies, (2) being determined to be among the best quali- 
fied candidates^ and (3) being selected to fill vacancies. 



SSA has two competitive selection processes — one for pNOsitiohs involving 
labor bar gsdning units and another for other positions. Applications 
under both processes go through the stages described below. Both 
processes use several weighted factors to score amd rank applicants. 
Applicants receive scores for related work experience, performance 
appraisals, Eoid other factors, such as awards, relevant traihmg, educa- 
tion, and test scores. 

Selecting officials choose persons to fill vacancies from aitibhg the list of 
best qualified candidates. For a single vacancy, the highest ranking 
applicants plus those tied for the "cutoff* score msdce up the list of best 
qualified candidates. When a vac^cy announcement includes more than 
brie open position, additional candidates are included on the best quali- 
fied list. 

The ssA-wideplan stated that ohr would maintain data organized by 
race arid sex for each stage of the competitive selection process as 
follows: 

The potential applicant pool (all persons within the siea of 
cdnsideratipn). 

Victual applicarits for vacaricies. 

* Persons employed by SSA must compete to be selected for designated reassigmnents or promotions. 
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• QuaiiHed applicants.^ 

• Bsst qualified candidates. 

• Persons selected to fill vacancies. 

^ does not compile race and sex data for all stages of the competitive 
selection process. While ssa compiles the race and sex profile of persons 
in the potential applicant pool and actual applieahts for vacancies, it 
does hot compile the race and sex profile for qualified s^plicants, nor 
does it routinely compile race and sex profiles of best qualified candi- 
dates and persons selected to fill vacancies. 

As ah example that ssa does hot routinely compile these data, we 
requested from the eivil Rights Office the race and sex profiles of per- 
sons included on the best qualified lists of candidates and those selected 
for 97 vac2mcy:anhoUhceme for dCRO, ODd, and Systen^ positions. 
However, the Civil Righte Office was only able to provide race and sex 
profHes of the best qualified candidates for 43 of the 97 vacancy 
aimouncements and the profiles of persons selected for 38 of the 43 
vacancy announcements. Officials from ohr and the Civil Ttights Office 
acIaiQwIedged that their offices do not compile race and sex data for 
each stage of the selection process as required by eeoc Management 
Directive 707. 

The Civil Rights Office maintains race and sex files on individual 
employees, and ohr maihtsuhs data oh employees who apply, qualify, 
are among the best qustlif ied candidates, and su-e selected for each 
announced vacancy. However, ohr data and the Civil Rights office files 
are not (1) cdinbined to produce the race and sex profile of qualified 
applicants and (2) routinely compiled to produce the race and sex 
profiles for the last three stages in the selection process, the deputy 
chief. Recruitment and Placement Branch, ohr, told us that the data that 
OHR maintains for each vacancy anhbuncemeht are retained for at least 
2 years after the ahhduhced vacancy is filled. He said that by using the 
data mamtmhed by ohr and the Civil Rights Office computerized files of 
employee race and sex data, it would be possible to reconstruct the race 
and sex makeup of the pool of persdns at each stage of the competitive 
selection process, thereby providing internal applicant flow data. 



^Qualification determinations are based on OPM's minimum qualifications specified in Civii Service 
Handbook x-118 and x<118c. 
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EIxtemal^Applicants' Race From Jmiuary 1981 to December 1983, opm and eeoc both required fed- 
ahd Sex Data No Longer eral agencies to collect data on the race, sex, and ethnic origin of job 

Golleeted applicants on opM Fonn 13863 ^*Backgroi^ Survey Questionnaire." We 

reported^ that in December 1983, OPM informed federal agencies arid 
departments that its requirement to collect applicsmt flow data was 
rescinded because the Office of Management and Budget's authorization 
to use OPM Form 1386 had expired, opm told us it did not request 
reauthprizatidri of the form because (1) rid law or regulation required 
the collection of such data, (2) the data were not statistically reliable, 
and (3) collectihg and proce^ing the data was expensive. 



In its comments included in our report^ eeoc stated that it does riot 
require agencies to collect applicant flow data, but said it encourages 
them to collect race, sex, aiflethnie brigih data oh applieahts for use in 
the analysis of selection barriers. We reported that eeoc's statement was 
inconsistent with Management Directive 707, which states that **apri- 
cies must begin iriirtiediately to collect arid mairitairi applicarit flow 
data." As of September 1986, Mariageriient Directive 707 had not been 
rescinded or modified to reflect a change in this requirement. 

Iri our report, we said that OPM's arid EEOC's positions regafdirig the col- 
lection of applicarit flow data had gbveriurierit-wide sigriificarice arid 
was hot a matter that could be appropriately deSt with by ffi^ or other 
executive branch line agencies. We csdled this matter to the attention of 
the Congress by suggesting that the Congress consider exploring this sit- 
Uatidri with OPM aunid is>oc to clarify the agencies' positions concerning 
the collection of applicant flow data. 

The deputy chief. Recruitment and Placement Branch, ohr, told us that 
^ collected exterrial applicarit flow data frdrii 1981 td 1985. He added 
that frbiri 1983 to 1985 there was cbrifusibri iri SSa regarding whether 
OPM Forin 1386 should be used, but ssa continued to use it because no 
one ever told ssA to discontinue its use. He said that in March 1985, 
during an opm review of ssA's mid- and ^nior-level positionSj oPM offi- 
cials informed his dffice that the form should rid Idriger be Used. The 
deputy chief told us that ssA discbhtihued using OPM Fbrm 1386 iri March 
1985 and ssA has ho plans to resume collecting applicant flow data from 
persons applying from outside the agency. 



•^ Affirmative Action! National Institutes of Health Docs Not Fully Meet FodenU Roquiremonts (GAO/ 
nRD-8G-37, Man 5, 1986). 
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At the time of our review, isa either had not initiated the studies or had 
not completed the reports on studies identified in the SSA-wide multiyear 
affirmative action plan as headquartere "bOTner ansdysis projecte." This 
plan id^tified four barrier mi2dysis projects to be conducted at ^ 
headquarters. These involved (1) reviewing the development and Use of 
bridge positions* to reduce undeitepresentatibri at higher grade levels, 
(2) assessing minorities' ability to ebmpete for promotiohs, (3) exam- 
iiiing the distnbutibn of incentive awards, and (4) analyzing the internal 
competitive selection process to fill vacant positions. 

According to an eexx; directive, a critical element of agency srffinnative 
action planning Js idehtifj^g pere^ procedures, and prac- 

tices that may impede progress toward meeting affirmative action goals. 
Agencies are to conduct barrier analyses specif ically to determine 
whether underrepresehted groups experience disparate selection rates 
for personnel selertion_preeess^^^ ihcludihg hiring, promotions, reassign- 
mantts, and fa^ainihg opporS^ When an agency confirms that bar- 
riers exist, EBOC directives require the agency to establish action 
schedules to eliminate or reduce the barriei^. 

The director, sSA Givil Ri^ts 9ffice, is responsible for coordinating bar- 
rier jmsdysis studies. That office's deputy director told us that the SSA 
headquarters barrier analysis projects are conducted by the Division of 
Eyaluatipn and Special Projects, ohr, at the request of the Givil Rights 
Office. She said that completed studies are provided as drafts to the 
ei%^ Rights Office. The director of that office said that he has the option 
to modify study recommendatioiis or make additional recommendations 
before the reports are considered firisU. 

SSA has not imtiatedjhe study of bridge positions called for in the 
wide multiyear j^firmative action plan. According to the director of the 
Civil Rights Office, the stud^ was not started because of the pending 
impact of ssA's planned staff reduction. 

lite deputy director. Division of Evaluation and Special FtojectSi ohr, 
told us that around March 1986, his off ice began the barrier analysis of 
competitive promotions for bargaiining and honbargaihihg unit positions 
at SSA headqusirters. The study was completed in August 1986, and the 
report has been drafted. The bstrrier anals^is study on incentive awards 
at ^ headquartera has been completed and a report drafted, but the 



sional career paths after gaining requisite experience. 



^Bridge petitions are paraprofessidnal in luUiire and allow employees to move from clerical to profes- 



Page 44 




6AO/HRD«7-2 BSA Afllnnative Actlbii 



ERIC 



ClispCef 4 _ - 

SSA Headqiiarteri Affirmative Action 
Pn^gram pbe^ Not Fully Comply With All 
EEOC Reqalrements 



report has not been issued in final. The Civil Rights Office and dliR gave 
us copies of the draft reports, which identified a number of disparities 
in volving minority groups, but neither study included recommendations 
to address the problems. In December 1985, and again in September 
1986i officials of the Civil Rights Office informed Us that these refK^rts 
are considered to be drafts pending final review by their office. 

The i^-wide multiyear affirmative action plan stated that the internal 
competitive selection process would be analyzed. If the smalysis indi- 
cated that uriderrepreserited minorities were hot selected in relation to 
the humbeire^hat applied,^urther smsdysis of the process to identify 
potential barriers was warranted. Potential barriers could include 
appraisals^ educationsd requirementSi required work experiencej and 
area of consideration. If barriers were identified, a study was to be con- 
ducted and plans developed to identify corrective actions to eliminate 
the barnere. 

Barrier analyses concerning the internal competitive selection process 
are important to gauging ssA's affirmative action efforts, but at the time 
of our re^view, lib bamer anSy sis studies of the intern^ selection 
process to fill vacant positions had been undertaken for positions in 
ocROi DDO, osi, or aso. 

SSA has hot complied with eeog affirmative action pro-am requirements 
to identify and take corrective actions to remove possible artificial bar- 
riers that impede ebo. As discussed abovej although two studies of per- 
sonnel activities have been completed and the reiSfts drafted, rib 
reports had been finalized as of September 1986. The completion of 
these reports and smalyses of the interhsd competitive selection process 
may enable ssa to identify possible sutificial barriera to its affirmative 
action efforts. If barriers are found, SSA can act to eliminate or reduce 
them. 



topaet of Skills 
Development Strategies 
Not Known 



The ssA- wide multiyear affinnative action j5lan recognized that because 
of hiring restrictions, most changes to work-force EEO profiles wbUld 
occur through internal prbmotibhs and reassignmehts to fill vacant posi- 
tions. Accordingly, this pto emphasized the impK^rtsmce of developing 
employees' skills as an aid to improving its work-force ebo profile In 
this regard, SSA's affirmative action plan stated it was ssa's policy to _ 
provide emplc^ees from targeted groups with the job skills required for 
higher graded positions. Aeeordihg to the ssA-wide plan, throu^ formsd 
and informal training programs, more individuals may become qualified 
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to compete for ftig^^ positions. The ssA-wide plan summarized a 

variety of skills development strategies available to components, 
including the use of 

• individual development plans, 

• reassignmehts to developmental positions, and 

• course work and training classes. 

We reviewed the af firinative action plans of oco, ocro, odo. Systems, osi, 
^^ ^d bis to determine plaimed developmental activities for selected 
mainstream job series. We also examined the aiinUsU accomplishment 
reports/updated affirmative action plans covering fiscal yeare 1983-86 
prepared by these eompdhehts to determine the extent to which activi- 
ties to develop emptor from targeted groups for higher graded posi- 
tions were reported. 

With the exception of ocro and ebb, the multiyeao' affinnative action 
plans we reviewed specified targeted underrepresented groups for 
developmental activities. None of the plans, however, prcaected the 
number of empjoyees to be trained, and only the dis and C6G plans speci- 
fied the type of training to be provided. With the exception of ois, when 
developmental activities were reported, numerical achievements or 
other measurable actions were not specified. Rather, the accbmplish- 
mentreiMsrts/updated plam included general statements regarding 
developmental activities such as "the component will continue to follow 
its multiyear plan . . ." 

Therefore, we attempted to develc® information on the extent to which 
these strategies were implemented by examining agency records mtd 
interviewing responsible officials. The results of our analysis were 
meqhclusiYe, because in cases where these activities were reported, 
details by mainstream job series and targeted underrepresented groups 
were not included. 

For example, oee's,^^^^ and ok's multi-year affirmative 

action plans included several broad objectives to train and develop its 
staff, as follows: 

• To make effective use of avmlable training and development resources 
to correct underrepresentation. 

• To encourage the use of individual development plans to facilitate the 
career mobility opportunities of minority and female employees for posi- 
tions in which they are underi-epresented. 
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• To recommend or establish additional training and development activi- 
ties as needs are identified consistent with available re^urces. 

In its updated affinnative action plans, J^o reiterated its ihtehtiohs to 
ensure that members of uhderrepresented groups are included in 
training or skills development activities for new jobs. 

dCRO, in its multiyear and updated affinnative action plans, mirrored the 
wording included in the bob plan above, bbb said it would develop tools 
specifically designed to improve minority group members' skills and 
give them opportunities to obtain the nec«ssaiy experience to qualify 
for promotions. The 6d6 plan called for (1) maha^i^ to identify existing 
prbmbtionsd barriere fbr minorities and provide nec^aiy training and 
counseling to promote career mobility and (2) the compilation Bud distri- 
bution of a list of resources that could facilitate entiy into positions 
with better career bppbrtuniti^. The list was to include a description of 
bridge positions that provide related experience and a jist of self- 
improvement courses and task-oriented classes designed to develop 
employee potential and skills. As discussed below, generally, either 
these strategies were not implemented, or if they were^ sparse d<k:Umen- 
tation was available in the ssa components to demonstrate the results. 



Individual Development The cssi fiscal year 1985 updated affirmative action plan stated that 
pj^g individual development plans were developed for all eitiplc^e^. In its 

fiscsd year 1986 updated plan, c^i reported that it had irhplemehted a 
tracMng system for related training. In following up with osi officials on 
these issues^ we found that individuaLdevelc^ment plans, as defined by 
SSA, had been developed for all staff. But aii osi official told us that only 
a part of the tracking system has been implerhehted and ho data on 
training had been collected as of October 1986. 

Although^ as discussed on page 46^ the OCO multiyear plan said use of 
individual development plans would be ehcbura^d, the dCRd and ddo 
affinnative action plans did hot speciflcSIystate that mdividuS devel- 
opment plans would be prepared for their employees. In this regard, 
OCRO and odo seldom prepared individual development plans, although 
eitiplcorees cbUld request their supervisors' assistance in preparing them. 
Ah OCRO official <^timated that over the last 3 years fewer than 10 had 
beeh preparsd. Ah ODO official estimated that about six were in effect at 
the time of our review. 
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Reassignment Opportunities Reassi^iment opportunities are available for ocro and odd emplbyees. 

to Bridge Positions Officials from both components told us these reassignments— which 

include temporary work details, permanent reassignments, aitd tempo- 
rary promotions— occur frequently in ocro and odo. Data developed by 
the Civil Rights Office to monitor reassignments in Systemsj ocro, and 
ODD showed the numbers of employees that were reassigned by race arid 
sex and by grade band within mainstream job series. The data, however, 
were not sufficient to detenrahe whether the re^ignments were for 
caoreer deyelopmeht purposes. Furthennore, ocro and odo do not main- 
tain reassignment data. The data on, reassignments in SSA were gener- 
ated and used by the Civil Rights Office. The director of that office said 
that his office's mbriitorihg of reassi^iments is hot tsdlored for affinna- 
tive artion reporting (i targeted minority group to targeted position.) 
1^ officials told us that no changes are planned regarding the collection 
and maintenajice of ^assignment information. 



Training Opportunities For ssa technicai training, which is provided to enhance a person's skills 

in his/her current position, all staff in a given position are given the 
chance to participate. For mariagemerit training, which is designed to 
prepare partieipsmts for increased mahagenal responsibilities, the staff 
must compete to be selected. 

According to SSA's Office of Training officials, technical training is pro- 
vided to all employees as heeded; therefore, race and sex sSe hot consid- 
ered when staff are selected to participate in tradning required for their 
jpresent positions. Office of Training of ficials said that aggregate data 
are compiled on the race and sex of training participarits regarding 
trairiirig programs for which SSA employees are required to compete. 
TOese aggregate data, h^^^ not sufficient to determine whether 

targeted underrepresented group members have received training 
needed to compete for higher graded positions. 

Based dri information we obtained oh six competitive trailing progrsins, 
^ headquarter is providing management training opportunities for 
blacks and women. Overall for these six programs, about 18 percent of 
the participants were black arid 33 i>ercerit were woriieri. 

Table 4.1 summarizes the numbers of headquarters participants in these 
programs by race and sex for the most recent year data were available. 
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Table 4.1: Samnuiry of Blacks' 
Pariicipatidn Id SSA Haitdquaiters 
Management Training Programs 







All Dartlclpants 




Black DarticlDatits - 


Training program 


Mala Famafa 1 






male Total 


SSA rnanageprifint intern (1982) 


3 


5 


8 


1 


2 3 


HHS management intern (1982) 


6 


6 


12 


1 


1 2 


Management development (1983) 


7 


8 


15 


2 


3 5 


Advanced managers (1982) 


6 


8 


14 


1 


0 1 


Senior executive service Md82) 


4 


1- 


5 


2 


0 2 


Centrally funded executlveand 
management training (1966) 


117 


44 


161 


16 


10 26 




143l_ 


71 


215 _ 


_ 23__ 


Jfi 39 



According to an Office of Training official, that office does hot analyze 
the race and sex profiles of training psutieipahjs. We found, however, 
exsohpl^ where cbmpohents' monitoring of competitive training was 
directed to ensure that minorities were selected for training opportuni- 
ties in proportion to their relative numbers in the work force. 

osd's and ois's aeebmplfelmeht reports/u^^ plans included data on 
the number of persons a« fiscal years 1985-86 

accomplishment report/updatedplan stated that all technical employees 
were assi^ed to OumculUm with the U.S. Department of Agriculture 
Graduate School. The ois fiscal yewrs 1985-86 aecqmplishmeht report/ 
updated plsm id^ and grade band— the number of 

actual underrepresented group members participating in techrucal/man- 
agerial courses. Ctoly the cm accomplishment riepbrt/updated plan identi- 
fied whether the individuals were from uhdeirepresehted minority 
groups wthih mmhstresmi job series. 



CiGnelusiGnS Because applicant flow data are hot compiled, ssA and its ebmpohehts 

cannot evaluate their af f irihative action efforts, as required by ehexdc, to 
identify possible employmeht barriers to underrepresented minority 
groups. Absent barrier identification^ sSA cannot develop and impleinerit 
effective strategies to reduce or eliminate obstacles, which may hamper 
mihbriti(^' advahcemeht opportunities. Without more^etSled reporting 

ebmpohehts* skills develbpmeht activities for underrepresented 
^oup members, ffiA does not laiow the extent to which developmental 
opportunities are being made available to targeted underr^resented 
minority group members. 

These factors— applicant flow data, barrier analyses, and barrier elimi- 
nation — are all necessary to comply with eeoc's program requirements. 
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SSA is not complying with these regiiirements arid, as a result, csihribt 
fully evaluate the impact of its affirmative action strategies for targeted 
uhderrepresehted minority ^oups. If ^ headquarters components 
acted to fuUy comply with eboc's requirements and routinely reported 
on their develc^mental activities to improve the advancement opportu- 
nities for minorities, SSA could better evsUuate its affirmative action 
efforts and redirect its strate^es as heeded. 



ReCOniinendEtionS recoinmend that the Secretary of hhs direct the Gommissioher of ssa 

to bring the affirrnative action progrsmt into compliance with eeoc direc- 
tives by requiring that ^ 

• compile race and sex profile data for all stages of the internal selection 
process, including data on all qualified applicants, best qualified candi- 
dates, and selectees for job vacancies, and 

• identify and act to reduce or eliminate artificial barriers that adversely 
affect the advancement of underrepresented minority groups. 

Also, the Secretary should direct the ebrrara^ibher to request ssa orga- 
nizationsd components to include data in the annual accomplishment 
reports on skills development activities— such as individual develop- 
ment plaiis^ bridge position reassigninentSj and training opportimities — 
for targeted uhdeirepresehted mihority groups. 



Coirinients ^ written comments on bur draft report, generally agreed with 

bur rewmmeridatibhs to the Secret^ to direct the ssa eommissioner to 
(1) corhpile race smd sex profile data for all stages of the internal selec- 
tion process and (2) identify and act to reduce or eliminate artificial bar- 
riers that have an adverse impact on the advancement of 
underrepresented minbrity grbups. 

HHS sdso concurred with our recommendation to include data on skills 
development activities in annual accomplishment re jk>rts. Th Depart- 
ment stated, hbwever, that it wbiUd hbt be feasible to implement this 
recoinrhehdatibh until the end of fiscal year 1987, when the next ^ 
multiyear affirmative action plan is to be developed. 
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Total 

emfeioyeas__ Blackfemaies Black males 
Components 1982 1985 1982 1985 1982 1985 



OCRO headquarters: 


Grades 14 


1.624 


1.^^72 


1,105 


922 


112 


113 












5^ 


1.834 


1.734 


1.114 


1.136 


109 


82 


9-10 


284 


281 


104 


121 


25 


26 


11-12 


68 


114 


17 


34 


3 


_ 4 


13-15 




28 


_2_ 


3 


6 


_ - 7 


A') grades 


3.838 


3.529 


2.342 


2.216 


255 


232 


ODO: 


Grades 1-4 


_ 2^ _ 


_1.Z76__ 


1.409 


U25 — 




—191 


6-8 


1.999 


-1312 


- 808 


871 


125 


151 


9-10 


721 


905 


214 


264 


34 


38 


11-12 


718 


650 


151 


155 


42 


35 


13-15 


120 


124 


2 


9 


13 


_12 


All grades 


5.910 


5,?fi7 


?.684 


2.424 - 


-456 - 


427 


Systems: 


Grades V-A 


235 


192 


104 


100 


34 


30 


5-8 


634 


618 


169 


ias 




52 


9-10 


- 184 


203 


30 


33 


14 


17 


11-12 


1.130 


1.293 


69 


102 


53 


52 


1315 


593 


645 


11 


12 


21 


25 


All grades 


2.776 


2,951 


__3aa__ 


43Q-- 


172 


-116 



52 
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Employment Rates" of Blacks for All Job Series 
m OCKO Beadquarfers^ ODO^ and Systems as 
of 1982 and 1985 



f^atoc in r%Ar^i>ntc 

nolCO III |./t7IWC»lll9 












Black females 


Black males 




1982 


1985 


1982 


198S 


QGRQ^ headqtiail0r>! 










Grades 1-4 


68.0 


[67,2] 


6.9 


8.2 


5-8 


607 


65.5 


5.9 


[4.7] 


9-10 


36.6 


43.1 


8.8 


9.3 


i t-12 


25.0 


?98 


4.4- 


[3.5] 


13-15 


7.1 


10.7 


21.4 


25.0 


-A-|l Mi.;>«aJ^M 

All grades 


61.0 


62.8 


6.6 


6.6 


OPO: 










Grades 1-4 




- 63.3 


10.3 


10.8 






5-8 


40.4 


48.1 


6.3 


8.3 


9-10 


29.8 


[29.2] 


4.7 


(4.2] 


11-12 


21.0 


23.8 


53. 


[5.4] 


13-15 


1:7 


73 




[9.7] 


All grades 


43.7 


46.0 


7.7 


8.1 


Systems: 










Grades 1-4 _ _ 


44:3 


52:1 


14:5 


- 1&6 


6-8 


56.7 


29.6 


7.9 


8.4 


9-10 


16.3 


16.3 


7.6 


8.4 


1M2 


6.1 


7.9 


4.7 


[4.0] 


13-15 


_ i.a 


1.9 


3.5 


3.9 


All grades- 


13.8 


14.6 


6.2 


[6.0] 



"Figures in brackets indicate employment rate reduction from 1982 to 1985. 
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Tbial__ 












employees 


Black females 


Black males 




Base 




Base 




Base 






year^ 






J885- 


year 


1985 


OCR0-clalm« clerical:'' 


Grades 1-4 


332 


PHP 


PRQ 


157V/ 


p4 




5-8 


1.146 


1 pfin 


7in 




79 


^7 

_ _ Ul 




267 


217 


91 


101 


16 


17 














13^ 


4 


4 


0 


1 


2 


1 


All grades 


1.689 


1.723 


1.060 


1.158 


114 


90 


OCRO-mMrai ciadcal and^adminkti^^ 












Grades 1-4 


- - - 698 


81 


458 


49 


83 


12 


5-8 


568 


169 


233 


102 


147 


5 


9-10 


21 


15 


7 


4 


5 


3 


11-12 


_ 7 


19 


3 


8 


0 


0 




t 




- 0 


0 


0 


0 


All grades 


1.295 


286 


701 


163 


235 


20 


ODO-Mclal Insurance clajms examiner 












Grades 4^ 


253 


42 


87 


17 


38 


7 


5-8 


1.106 


1.053 


328 


416 


53 


96 


9-10 


721 


888 


202 


257 


30 


36 


11-12 


623 


546 


122 


134 


39 


31 


13-14 


15 


-JO- 


1 


1 


1 


:2 
















All grades 


2.718 


2.549 


740 


825 


161 


172 


OPO*mall and file cleric: 


Grades 14 


1.283 


1,079 


_ 791 


673 


162 


155 


5-8 - - 


268 


276 


157 


186 


23 


26 


9-10 


2 


2 


1 


1 


0 


0 


11*^ 


1 


0 


1 


0 


D 


0 


All grades 


1.554 


1,357_ 


950 


_86a 


_Jfi5- 


181 
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Apj^hdixin 

TBlMkl^ployj^ and TptfldEmployeei for _ 
Five.Maiiutreani Job Series as of Base Year 
andl9S5 





Total 
aifiployMi 




nialaa - 








Basa 

yaar 


1985 


Baaa 

yaar 


1985 


Basa 
year 


1985 


Syatems-cbmputer specialist 














Grades 5-8 


37 


7P 


3 


6 


1 


7 




9-1 G 


57 


84 


9 


11 


2 


9 


11-12 


573 


763 


23 


49 


33 


35 


13-15 


340 


415 


5 


9 


11 


16 


All grades 


1,067 


1.334 


4Q 


75 


47 


67 



^Base year data wer&Bs of Jane 30. 1982, for OCRO's mainstream job series and as of September 30. 
1981 , for ODO's and Systems' mairistream job series. 



^Base year data include OCRO fiieild positions. 

^Grades bands 9-10 and 1 1-12 were not separately available. 

^tn some cases, the mainstream job series did not cover the entire grade band. 
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Appendix IV 



Bteck Female and Male topJoyment Rates for 
Five Mainstream Job Series 



To determine undeirepfesentatidri, the emplbyment rates for black 
females and black males were compared by grade bands 1-4, 5-8, 9-10, 
11-12, and 13-15^se of the base year and June 30, 1985, with the appro- 
priate civilian labor force employment rate statistics. Underrepresenta- 
tion exists when a minprity^oup's rate of employment in ssA, divided 
by the apprc^)riate civilian labor force rate, is less than 160 percent. 
OCRO and bod use the Bsatimore statistics for grades 12 and below to 
detennme unden-eprese^^^ nunority groups for the mainstream 

job series identified in table IV. 1 and national statistics for grades 13 
and above. 

Systems uses the natibhsd statistics to detennihe underrepresentation at 
ail grades for computer specialist positions. (National statistics are Used 
when an agency recruits nationwide to fill vacant positions.) This anal- 
ysis is presented in table IV. 1. 



Blacks tor ve Mainstream Job Series Rates in percerits 

as of Base fear and 1 985 Black females Black ^^i^ 



Base year 1985 Base year 1985 



Civilian labor force 



Baltimore area - 10.1 11.2 117 11.1 

National 4B 4£ 5.2 4.9 

SSA's work fbrce^ 

bCRO-claims clerical; 

Grades 1-4 78.0 [7.2] _[6;2j 

5^8 62:6 ~ 68 7 [fi a] [4:5] 

44.0 46.5 [7.7] [7.8] 

[0] 25.0 50.0 25.0 

All grades 62.8 67.P 6.8 12 

OCRO-generai ciericai and administrative: 



QmdesM 65.6 60>5 11.9 14.8 

§-8_ 41 >0 60.4 25.9 [3,0] 

9'1D 3l3 2fi7 23;B 20:0 

11-12 ___ 42.9 42>1 [ 0] [ 0] 

JO] [0] [0] [0] 

All grades 54. 1 57.0 1 8.2 7.0 



5g 
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Black Female and Male Emplpyment Rates 
for Five Mainstream Job Series 



Biacic femaiea Black malea 



Baae yaar 1 985 Baae yaar 1985 



QBQ-aociiii iniiBraPcg claims exai 


nlner: 










Grades 4^ 




34.3 


40.5 


15.0 


16.7 


5-8 




29.6 


39.5 


[4.7] 


[9.1] 


9-10 




28.0 


28.9 


£4.2]^ 




11-12 




19;6 


24.5 


[6.3] 


[5.7] 












13-14 




6.6 


5.0 


6.6 


10.0 


All grades 




27.2 


32.4 


5.9 


6.7 


ODO-mall and file clerk: 


Grades 1-4 




61.6 


624 


12.6 


14.4 


5-8 




58.5 


67.4 


[8.5] 


[9.4] 


9-10 




50.5 


50.0 


[0] 


[0] 


11^ 




100.0 


-8 


rsi 


e 


All grades 




61 X 


63.4 


11.9 


13.3 


Systeiffa-coitiputer apeclallat: 


Grades 5-8 




8.1 


8.3 




9.7 


9-10 




15:8 


131 


[3.5] 


10.7 












11-12 




[4.0] 


6.4 


5.8 


[4.6] 


13-15 




[1.4] 


[2.2] 


[3.2] 


[3.9] 


All grades 




— i3JJ__ 


5.6 




5.d 



^tHe figures in bracket^JdeDltfy underrepresentation based on comparisons of SSA employment rates 
with Baltimore area or national civilian tabor force data: 



^Base year data weraas of Jane 25, 1 982, for OCRO's mainstream job series and as of September 30, 
1981 , for ODO's and Systems' mainstream job iserier 

^Grades bands 9-10 and 11-12 were not separately available. 

^In some cases, the mainstream job series did not cover the entire grade band. 

°One person held this position as of the base year, but the position was abolished as of June 30, 1985. 
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j^pehdix V : 

comparison of SSA Components' Reporting on 
the Mainstream Job Series in SSA-Wide 

and Fiscal Year 1984 Updated 
Affirmative Action Plans 



^A-wid0 maLmttnLam 
lottsoilas nymbet and 






SSA c 






















titla 




oco 


OCRO 


ODO 


OSI 


OSR 


oso 


OlS 


935 


Administrative law 


• 


• 


• 


• 


• 


• 


• 


998 


Claims clerical 


- • 


• 


• 


N 




• 


• 




















Clerk'typist 


IN 


A 


A 


N 


M 
IN 


IN 


IN 


334 


specialist 


N 


N 


N 


• 


N 


• 


* 


962 


riontArt 

representative 


N 


• 


• 


• 


• 


• 


• 




















366 


Data transcriber 


• 


• 


A 


• 


N 


• 


• 


301 


General clerical 
and 

administrative 


N 






N 


N 


N 


N 












986 


Legal clerK and 
techhiciah 


• 


• 


• 




• 


• 


• 


305 


Mail and file clerk 


• 


A 


• 


m 


• 


• 


• 


303 


MiscellaneoQs 
cleri< and 
assistant 


N 


A 


A 


N 






N 


950 


Paralegal 
specialist 


fsi 


• 


N 


' • 


• 


• 


• 




















345— 


— PrograrrLanalysis - 


• 


A 


N 


N 


• 


N 


• 


318 


Secrete ry (steno 
or typing) 


N 


A 


N 


• 


• 


N 


N 


993 


SoclaUfLsufance : _ 
claims examiner 


• 


A 


• 


N 


N 


N 


N 










105 


Social insurance 
administration 


N 


A 


N 


N 


• 


N 


N 



Consistent repgrlin^ with SSA-yyide plan 

* " Beported as a mainstream job series. 

• " No employees in job series. 



Inconsistent reportin g with SSA-wide plan 

A ■ Included in •'all other" category. 

N_" Not reportedjas.a maijns^^^ in "all other" category; however, compo- 

nents/sQbcomponents had employees in these job series: 
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Q5niments From the Department of Health arid 
Human Services 





DEPARTMENT OF HEALTH It HUMAN SERVICES 



Office of inspector Generel 



Washington. D.C. 20201 



^ R i char d L . Fogel _ 
Assistant_Cpmptrp_ller_Ge^^^ 
U^S^ General Accounting Office 
Washington* D.C. 20548 

Dear Mr. Fogel: 

The_ Secretary asked that I respond to your recjuest for the 
Department's comments oh your draft_repbrtj "Affirmative 
Actibht _Sociai Security_AdministrationiCan Do More To 
imprpveBlacksl.Bepresentationin Its Work Force." The 
enclo8ed_co6iment3_represent the tentative position of the 
Department and are subject to reevalustion when the final 
version of this report is received. 

We appreciate the opportunity to cbzmnent oh this draft 
report before its publicetioh. 




Richard P. KusseroW 
Inspector General 



Enclosure 
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Cbmmejats From the Depiutiai iiealth 

and Human ServtceB 



Now on pp. 35 to 39. 



COMMENTS OP THE SOCIAL SECURITY roMlN lSTRMlGN-GN THE GENRrat^- 
ACCOUNTlNg OFFICB'5 DRAFT SKPgRT^ fSOeJAL-SECHRITV CAW DO MORE TO 
IMPROVE BLACKS' REPRESENTATION IN ITS WORK FORCE," 

General Acceanttng Office (GAP) 4teconimehdatton 

That the Secretary of Health and Human. Services iHHS) direct the 
Cbinmlssloher of the Social Security Administration. (SSA) to 
integrate the SSA-wide affirmative action plan into components' 
plans* 

Department of Health and Human Services' (DHHS) Conggent 

You recozmnend-that SSX prepare integrated plans; we believe bur 
plan is already integrated^ and we are getting better results 
than we would have achieved by strictly following the_Egual 
Emplbymeht Dppbrtuhity Cbmmissibh (EEiDC) ^ HHS guidelines. 

the Executive Summary, a the General 

Accounting Of flee iGAoihas.criticized thestructure of the SSA- 
wlde.plan, lOneimust look at_all, not merely three,: subplahs tb 
see the relationship of the SSA-wide plan tb all others. In 
actuality^ SSA has gone beyond- the requirements bf bbth EEdC and 
HHS by establishing SSA-wide 23 mainstream jobs. Under this 
construction, some cbmpbnents of less than 500 people. have plans 
whereas this wbuld hbt have been required by_HHS or_EEOC. Strict 
adherence to the guidelines would have resulted in only seven 
mainstream jobs targeted. 

GACh Recommendation 

Require components to report affirmative actibn accbmplishmehts 
with sufficient -information to determine whether affirmative 
action goals and objectives are achieved. 

DHHS C brom e ht 

We_ disagree with. this.reco : Component affirmative 

action_accomplishment8. are reported with sufficient information 
to.dstermine if affirmative action goals and objectives are 
achieved ; 

The Information on pages 38 thrbugh 40 in ybiir draft report from 

which this recbmmehdatibh was formulated ihdlcatesj- in our 

judgementj^ that GAd only reviewed EODS Tables i_and_2.. These 
tables are intended to report only. the ending. workforce EEOj 
prof iles cornparisbn pf.a_cu and.a precedingiperiod^ : i it 

would appear that.componentEobsPersonnel Transaction Tables 4^ 
5i.6, 7r 8r 9* and_10 were notreviewed. Respectively, these 
tables show the number and percent by grade group and race, sex. 
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Comments From the Department of Health 
isuid Hiiniah Services 
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national origin; the change in raprasehtatibhi accassibhai 

conversionai compatitivci reasaighmehta; noh-caraar ladder 

prbmbtibha and career ladder prbmotiona. There fore *_cbntrarx to 
^©"^^^^•ipha , sufficient inf braat ion is reported^ determine 
accbmplishiheht bf goals and activit^t.even though_the information 
is hbt recbrded at the component level on EEOC fon\;s 508 and 509. 



SSA reportsithisjinformation on EEOC forms 508 and 509 in the 
SSA-Wide Affirmative Action Accomplishment Report as required by 
HHS and EEOC instructions and guidelines. 

GAP Recoitimendation 

Compile race and sex prbfile data bn all stages bf the internal 
selective prbcess. 



DHHS Comment 

We agree with this recommendation. This was stated in the 
original Multi-Year Plan bat was not carried through becaiise bf 
choices that-had to be made concerning limited prbgranunihg 
resources. Implemehtatibh of this recbmmehdatibh will require 
Office bf Systems* resburces both fbr the programming and 
printing bf data on schedule. 

GAP Recommendation 

Identifyand^actto. reduce or eliminate artificial barriers which 
have an adverse impact on the advancement of under represented 
minority groups; 



DHHS Corameht 

We concur with this recommehdatibn. The major headquarters 
barrier studies which _bCREP_ha a .received will be forwarded with 
recommendations to the Senior Staff within 30 days. 

GAP Recommendation 



Include data in the annual accomplishment reports on slcills 
development activities. 

While ws_cbncur with the recpranendatipn^_impiementati_on have 
to_be_def erred. _ We are^in^theifinai:9:montbs^of aijlryear. _ 
extension oftheiMultiryeair Affirmative Action Plan: {MYAAP) and 
do not believe we ctfn require all components, to develop s system 
for tying in skill development programi to the mainstream- jobs 
within this period-Of- time. We believe it will be feasible to do 
it when the next MYAAP is developed in September 1987. 



Page 61 : 




GAO/iatl>87-2 SSA Afllftiutdve Acddh 



ERIC 



AppendtzVI - - 

CommeiitB f^m the Department of Health 
and Hiunan Servides 



Now on p. 18. 



Now on p. 20. 



Now on p. 29. 



Now on p. 31 . 



Now on p. 32. 



iSenerai cbmmenti 
Page 11^ Paragraph 1 

We cannot- sgm with: the reasons stated for. tha faitoraiof woaan 
to be fully represented in higher grades.- Women have always been 
in the claims and other technical aeries Tor which men have been 
selected, therefore^ to say they have biily recently entered the 

i*_DP^_ Accurate . Thr 6^^^ such as 

the_Management_Deyelppmeh Adyanced_beyelppment 
Prograrai_and_ affirmative action^ more women are being selected 
for higher level jobs. 

White females have also been recruited externally through 
written examination. In fact, 56 percent of the employees in 
the 105 claims series in 1984 were female. 

The underrepresentatibn indices identified in the_ HHS ^^cinprahdum 
are a deviation from EEOC guidelines and were issued in 1983 for 
the 1984 plan. 

Page 28 

We do hot agree with the GXO coBeht that strategies cannot be 
changed without structured barrier identif ieatibh. Some 
cbmpohents I through analyzing the EO data distributed by OCREO, 
npdify the ir_ strategies^ particularly interaal r ecru and 

sKills_assessment. Cpmpbnehts_yary_in_their approach to 

planning # implementation and monitoring. 

Page 32 > Paragraph 1 

The report gives tiie impressibh that we did not require plans 
below the Associate Cbmmissibher (secbhd)^ level. This is not 
true. We directed that plans be develbped at subordinate levels; 

iAe.i_ certain of f ices and levels. The Appendix Cj,"drganizat 

Structure_fpr_Plan_Preparatipnff d^ bpth_cbmppnent level 

and jsainstream job8^_ This_includes the_Qf flee of Central 

Operations (OGO) , the Office of Disability Operations and other 
OCO subcomponents. 

Pa^e 2Aj Paragraph 2 



dCREd named the mainstream job series basing the decisibn on the 
criteria in EEOC guidelines (quote, page 15, section 4 of guide) . 
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Now on p. 33. 



Page 34^ Paragraph 3 and Page 35, Paragraph 1 



The naBdt>er8 of persons in nonasliistreaiQ jobs eonatltute a very 
BmXl percentage Of that particular component's worlcf dree. 
Although the nunJ^ers may &p|Mar -significant, the^ are too small 
to be considered most populous for that particular cbnpopent. 
They do hot meet the EEOC criteria for mainstream job series. 



Aithough_HBS_reguirediso_goalB> 88A in its 1982 plan did 

establish internal recruitment goals; Also, i the Mnorandum of 
Understanding with the finer iesii- Federation of Government - 
Employees, signed on July 20, 19B3, committed SSX to develop 
external aitd internal crdals in accord with Gbverm 
guidelines beginning July 1, 1984. OCRRO set goals for each 
cbmpdheht plan. 



FOr_ the SSAj components the Equal Opportunity. Data _ 8y s tem.Tables 
4_and 5 distributed by OCRSO, serve the same purpose as BEOC 
forms 508 and 509; 

OCREO -does not prepare ccniponeht accomplishment reports^ They 
provide the data I compohehts do their cm analyses. All 
cbmpohehts do not analyze or track opportunities in the same 
manner. OCHEO prepares the 8SA-wide accomplishment report. This 
report covers all mainstream jobs in S8A. 



Now on p. 34. 



IrflgC JO 



Now on pp. 35 to 36. 




U 18143) 
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